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Abstract 
The dramatic increase in international activities in the last decade has 
directed attention on the management of manpower resources in firms / 
organisations operating across borders. Manpower management is emerging as 
a critical "competitive factor" with tough questions for the international human 
resource (IHR) managers. In this changing scenario the three major challenges 
of managing manpower in the new millennium are: ahgning people with the 
needs of the business; linking the human resource management with the 
business strategy; and repositioning the human resource organisation to 
facihtate the attainment of the first two roles. It is now increasingly recognised 
all over tiie world that employees do not set aside their cultural values and Ufe 
style preferences when they come to work. The challenge (and also 
opportunity) for the organisations, therefore, is to make them more 
accommodating to diverse cultural groups of people by addressing their 
different hfe styles, family needs, and work styles. 
The present study is spread over e i^ t chapters. Chapter 1 is the 
introductory chapter, which deals with the objectives of the study, review of 
the hterature, research methodology and scope for the further research. Chapter 
2, deals with the manpower management in which the conceptual fi"amework of 
the subject, meaning, definitions, need, importance, developing of human 
resoiu-ce, changing scenario, challenges in manpower planning, planning 
commission and manpower planning and Indian approaches to the 
development of planned manpower resources are given. Chapter 3 is devoted to 
the study of organisational structure and the manpower planning of India's 
Aluminium Industries. An introduction to aluminium, its global status, status of 
the Indian industries, in general, demand and supply scenario, and its 
consumption pattern are given in this chapter. Further, the study is made on the 
three Aluminium Industries, i.e., Nalco, Hindalco and Indal. In this chapter, an 
overall strength of manpower, its training and development, and business 
sector are given. Qiapter 4 examines the recruitment and remuneration 
policies. Though, attempts have been made to integrate and coordinate the 
recruitment practices with that of the manpower planning policies and 
strategies but certain lapses stiU continue to exist. Chapter 5 is devoted to 
training and development, efforts made along with their objectives, activities at 
Technical Training and Management Development Centre (TTMDC), as well 
as basic inputs and infrastructure facilities. In Chapter 6, an attempt has been 
made to analyse the various activities undertaken for the welfare of the 
employees by the management of the two units. The employees by and large 
expressed their satisfaction with the welfare schemes baring certain items like 
medical facilities, etc., which they did not find satisfactory. Further, no cost 
analysis in terms of individual attention projected in the manpower plan, is 
undertaken in terms of expenditure towards welfare activities. Chapter 7 deals 
with the analysis and interpretation of responses of the employees in respect of 
the relevant questionnaire. Here, the employees of both the undertakings have 
mixed feelings about the existing pohcies and practices prevailing in respect of 
the welfare as well as their attitude toward their employees. The reaction of 
employees varies in degree in all the concerns. Though the two undertakings 
are under the influence of one family management, yet it seems that the 
approaches and philosophies of managing the personnel are dissimilar or at 
variance. As aheady shown in the welfare programmes that the higher degree 
of satisfaction in all respects prevailed in the employees of Hindalco. Chapter 8 
summarises Ae findings and presents suggestions on the aspects / topics 
covered in the stu<fy. 
In the thesis, all the important issues relating to the 
manpower management and their adequate utilisation have been 
thoroughly and critically examined and appropriate suggestions 
have also been given for improving the functioning of Hindalco. 
These suggestions pertain to the existing system and practices of 
the manpower management and other different aspects of personnel 
management. 
Manpower management is not a new field in India. Most of the studies 
on this subject have been conducted during the last fifteen years. A critical 
examination of several of tibese studies reveals, among other things, that 
concepts used therein are not quite clear and methods adopted are similarly 
unsatisfactory. It is but natural that initial attempts in this field have to be of a 
preliminary nature and that the conceptual and methodological refinements can 
be introduced only slowly at later stages. The process of improvement is 
hampered because of want of suitable hterature. Need has accordingly been felt 
to spell out clearly the methodology and the concepts, which may be adopted in 
the study of manpower as has already been given in chapters 1 and 2. It has 
also been emphasised that many of the modem western ideas and theories do 
not always work in practice because there is a mismatch between the western 
management theories and the Indian culture and value system. There is a gap 
between the human resource management poUcies and the actual practices 
followed in India. The practices in the eight firms have been examined. It is 
found that there is no coherent unified management system that can be called 
an Indian management. There are, therefore, inconsistencies and 
contradictions. The management techniques and practices are selected that are 
hkefy to be congruent with the expectations of the people being managed and 
are in tune with the management styles and value orientation of the key 
managers. 
As die prime task of management is essentially to bring about optimum 
utilisation of the manpower resources of an enterprise because its success and 
continuity is ultimately determined by the productivity of its employees and the 
level of satisfaction that they derive from their jobs, fellow employees, 
companies poUcies, administration and its reward system. No management can 
be efficient without a sound personnel poUcy, without right approach to the 
human beings engaged in the organisation whether they are skilled or unskilled 
or highly quaUfied. The management of power is basically estabUshed to assist 
the line managers to tackle the employees especially in matters related to their 
promotion, training development, selection, etc. 
Organisation should continuously ensure tiiat the dynamism, competency, 
motivation, and effectiveness of fhe employees remain at higji levels. 
Management is thus a continuous process to ensure the development of 
employees' competencies, (fynamism, motivation and effectiveness in a 
systematic and planned manner. Human resource represents the total of 
inherent abiUties, skills, knowledge and aptitudes of its employees. It is, 
therefore, necessary to think about the worth of the managerial and supervisory 
personnel and any ignorance of any step in the form of individual occupants of 
different position in the organisational structure may result in a total collapse of 
the organisation. An integrated effort for the improvement of the organisational 
climate, culture and effectiveness can be made possible 
The efforts to improve organisational performance will depend largely on 
how effective the management is in getting spontaneous will to cooperate 
among employees. Any planning expert has to take into account the relevant 
basic data in respect of whatever is being planned, and the strategy that would 
help one to reach the desired goal. Planning HRD system in an organisation is 
necessary because human beings have certain unique characteristics, e. g., 
capabihty for improvement, versatihty, abihty as a prime mover, capability of 
being innovative and covering new grounds, as well as abihty to change 
themselves. Even diough the mental alertness as well as physical energy may 
deteriorate witii age but until a fairly advanced age, maturity and the capacity 
to objective^ evaluate the events remains sharp and in many cases improves. 
Although, there are many uses of manpower planning, it gives rise to 
certain problems and suffers from some limitations. Firstly, there are some 
inherent limitations of forecasting itself Manpower planning often suffers from 
inaccuracy since it has been difficult to prepare long-range forecasts 
accurately. Changing technology, economic conditions, workforce conditions, 
etc., tend to make long-rmige forecast imreliable. Secondly, inaccuracies to 
forecEists may also occitf if forecasts from various operating divisions are 
merely totaled together without a critical scrutiny. Thus, problems and 
limitations of manpower planning may arise from the uncertainty of forecasting 
iteclf as well as from tiie method used in plmming. Thirdly, while it is possible 
to predict with reasonable degree of accuracy the fixture vacancies in the 
organisation resulting fi-om retirements, deaths and resignations, it is more 
difficult to anticipate which peurticular member of the personnel will be 
required to be so replaced. Action on generaJ estimates of personnel 
requirements may not be conducive to the interest of the organisation. 
Here, tiie study of ifliree alunimium industries is undert^en, viz., Nalco, 
Indal, zmd Hindalco. Aluminium is environmentally so friendly tiiat it can be 
called " Green Metal" also. Over its Ufe cycle, aluminium is more an energy 
saver than an energy consumer as often it is accused of. It has right to become 
the Thrust Non-Ferrous Metal of the future and to be called the "Metal of the 
Millennium". 
Nalco was incorporated in 1981 as a Public Sector Compaity followed 
by the Board of Directors headed ^ the Chairman-ciim-Managing Director 
and assisted by the whole time Functional Directors in the Areas of Projects 
and Technology, Finance, Production, and Administration, manage the 
company, The Executive Director stationed at sites, heads the Mines and 
Refinery Complex at Damanjodi and Smelter and Power Plant at Angul. The 
compare had ten Ehrectors, six Executive Directors, one Chief Vigilance 
Officer md one Company Secretary, 
As a part of its drive towards becoming an internationally reputed 
compmiy. Quality Systems are being upgraded in all tibe units of the Company, 
Alumina Refinery and Smelter Plant have been certified to ISO9002. Actions 
have been planned and initiated for ISO9002 certification on Captive Power 
Plant, and Bauxite Mines, during 1995-96 for intcniationally improving into 
the Quahty System. Since its inception, NALCO has adopted computeris?rtion 
for its production facilities and commercial activities, The computerised mine 
planning and microprocessor based process controls were the first step in this 
direction. There were around 6522 employees working at the Nertional 
Aluminium Company in different categories, i,e„ as Executives, Supervisors, 
Skilled / Highly Skilled, Unskilled / Semi skilled, etc, In line with the 
organisation's policy of infusing fresh blood into tiie mainstremn, 55 Graduate 
Engineer Trainees mid 52 non-executives were recruited during tiic said period. 
The company's approach has been two-pronged; one, to reinforce the desired 
behavioural traits and job skills by exposing empl^rees to specific tailor-made 
training programmes OH continual basis and secondly, to take fresh initiatives 
by organising tiie fraining pro^ammes in new areas. The thrust has been on 
developing eapabiUties, In this context, in-house training programmes are 
organised at the respective Training Institutes at the Units and Corporate 
Offices. 
Hindalep Con^any was incorporated as the Hindustan Altuninium 
Cprppration Ltd. on December 15, 1958 under the directions of late Mr. G. D. 
Birla in collaboration with Kaiser Aluminium and Chemical Coiporation 
("Kaiser") of the United States, In September 1959, an industrial licence was 
granted by the Government for setting up an integrated aluminium plant at 
Renukoot. Hindaleo Industries Limited, a flagship company of the Aditya Birla 
Group, with a turnover of about Rs. 18 billion, ranks among India's top 10 
companies (in terms of market capitalisation), Hindalcg^s one of the leading 
private sectors' ahiminium producers in India and amongst the lowest cost 
producer of altuninium international^, It has an aggregate turn over in the 
range of Rs. 25,000 crore, wth 40 comp^es operating in sixteen countries 
across the globe. 
For over 50 years now, the Aditya Birla Group, has been and continues to 
be committed to tiie future of India through its quality products, services and 
commodities and offering total customer solutions reaching out to nuUions in 
India and globally as well. Its state-of-the-art Manufacturing Units mid sectoral 
services span over India, Indonesia, Thailmid, Malaysia, Philippines, Egypt, 
Canada, USA and U.K. The Group has frading operations in Singapore, Dubai, 
U.K., USA, South Africa, Tanzania, My?uimar, Russia and China. Excellence 
is the cornerstone of its worldwide presence, the common thread that bijids a 
72,000 strong workforce spanning 40 companies across seventeen countries. 
Hindaleo is having an overall strength of around 6,898 workers 
in its five plants, i.e.. Alumina Plant, Fabrication Plant, Reduction 
Plant, Central Store and Notified, and Construction Division. In 
Hindaleo, the manpower planning is divided into three stages. 
Manpower planning at Hindalco is divided in two parts, i.e., long-
term and short-term plans. The short-term plans are further divided 
into three stages. 
The manpower planning and practices in the two units of Hindalco, 
namely Fabrication Plant and Reduction Plant, and its organisational structure 
have suffered from few shortcomings. For example, there is no broad based 
manpower audit, the imit has also suffered from the individual manpower cost 
analysis method and in these units, maintenance of records in respect of 
absenteeism is not made properly, which is also necessary for the management 
in making the manpower plans. 
Significant dissimilarities have been noted in the Recruitment Policy and 
Remuneration Pattern at Hindalco in both the pubUc as well as in the private 
undertakings of Aluminium industries. Except in few industries, there is no set 
pattern of recruitment. In the early years of the company, there were no 
systematic procedures for recruiting the personnel. As and when the need for 
working force was felt, the help of friends and relatives of the employees was 
taken and the people of the villages' surroundings of Renukoot were given die 
first preference. Later, the recruitment function was entrusted to labour officers 
and special recruitment officers were appointed for the purpose. The unskilled 
workers were mostly recruited at the factory gates. These days due to legal 
compulsions and government controls the pattern of recruitment has undergone 
a httle change. 
In order to meet the growing need of skilled personnel, the poUcies and 
practices are to be redesigned and in this respect following suggestions are 
given: (a) There should be a uniform recruitment policy, at national level and 
also industry-wise, (b) Every unit must prepare an assessment format, which 
enables the recruitment cells to assess the suitabiUty of the candidate at the 
right time and the necessary steps may be taken either in the form of dismissal 
or the need for the extra training required by the particular employees. It is 
noteworthy that the confidential reports, which are prepared on the annual 
basis, do not provide the true picture and thus taking any action on that basis 
may result in strikes or agitation by the workers. As far as training and 
development are concerned, the Technical Training and Management 
Development Centre (TTMDC) at Hindalco, is set up for the development of 
both the management and labour. Here training serves as an important means 
for the development of effective work habits and methods of work and thereby 
improves the job performance, reduces the wastes and accidents, as well as 
improves die quaUty of products. It has also been noted that no effort for 
defining the training and developmental needs in terms of individual's 
induction projected in the manpower plan seems to have been made. It is, 
therefore, needed that separate training sheets should be prepared not only for 
the fresh ones who are projected in the manpower plans but also for the 
existing manpower for their retraining and redeployment purposes. This should 
be prepared periodically so that proper integration between the manpower 
planning activities can be brought about. 
Further, it was also observed that no cost analysis in terms of individual 
attention projected in the manpower plan towards the expenditure on the 
employees welfare activities at the unit level and sent to their head office. 
Since these units vary in their size and nature it is, therefore, suggested that all 
the units should provide the individual cost analysis sheets 
Moreover, deficiency in providing the medical faciUties is observed in 
the two units. But, in general, Hindlaco industries, which are among those few 
industries, where both the management and the workers have made 
constructive efforts for the success of their joint consultation in respect of their 
grievances. Almost all the persons interviewed in the Hindalco industries while 
preparating this case study did not express any doubts or even reservations 
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about the utility of joint consultation. The management has exhibited the 
necessary dynamism and flexibility in introducing the schemes of joint 
management councils successfully. On many occasions, in the interest of 
hannonious industrial relations, they have been liberal enough ever to permit 
informal discussions on issues falling outside the scope of the joint 
management council. It is this attitude of adjustment that has won them a place 
of pride and respect in the eyes of their workers. 
The workers and the representatives too have given their wholehearted 
cooperation to the fimctioning of the joint management council. The very fact 
that roughly 50% of the suggestions and an equal number of items on the 
agenda of the council have come from the workers side, it implies and testifies 
their readiness to give the scheme a fair trial. 
Finally, suggestions have been offered that may bring about an overall 
improvement in the working of these industries. 
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Chapter 1 
Introduction 
In a planned economy, the assessment of manpower resources, their 
development, and efficient utilisation is essential. Manpower is the most 
crucial factor because the economic development is basically related to 
technical progress, which depends on the availabihty of skilled persons. The 
importance of manpower as an economic resource for the development of a 
country can hardly be over emphasised. But unless this resource is properly 
planned^d effectively utilised it is likely to become a liabiUty. The planning 
of manpower utiUsation and development, therefore, forms an essential 
element of any policy of national development whether as a means of 
building up the skills required for the economic progress or for providing 
individuals with productive and socially gainfiil employment. In the case of 
developing countries this task has been really stupendous. 
Manpower is a basic economic resource. It is an indispensable means 
' I 
of converting other resources for the benefit of mankind. The proper 
development of human resources through creative and effective utihsation of 
skills of people should, therefore, form a part of any modem development 
strategy, chiefly because in this age of science and technology it is the speed 
at which the human and material resources are to be gainfully employed, 
which can ensure the maintenance of a fairly faster rate of growth. To what 
extent and how successfully a country can develop and employ its human 
skills determines the level of its accomphshments. Despites this fact, due 
attention has not been paid, so far, to the development and utiUsation of 
manpower in the development plans of number of countries. 
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In India, which has the second largest population, and which has 
embarked upon a programme for establishing a planned economy in the 
country, the planning of manpower, keeping in view their regional needs, 
should receive the highest priority. The planning of human resource should be 
undertaken in such a way that regional imbalances in manpower utiUsation 
are removed as early as possible. The shortage of manpower in one region, 
industry, or occupation can be met by diverting manpower from another 
region, industry, or occupation where it is in surplus. This will not only 
provide gainful employment to the unemployed but will also help in the 
uniform development of the economy as a whole. In dealing with shortages, 
the basis is planning for manpower while in dealing with surplus it is the 
planning of manpower. Manpower planning should not only take into account 
the present situation but should also keep in view the shortages and surpluses 
that are likely to arise in the future. Thus, planning of manpower should be 
perspective as well as prospective. 
Review of the literature 
Literature review has been divided into two parts. First part comprises 
the review of general studies done on management, recruitment, etc as a 
whole and second part covers the individual, review of manpower and 
training and development. Until now several studies have been made in the 
area of manpower management, but very few studies in this area are covering 
the recent period. Whatever little has been attempted in this context is too 
scanty and waiting in many respects. If we look at the researches done in the 
west in the field of personnel management then F. W. Taylor's Scientific 
Management can be viewed as a starting point. He gave emphasis on the 
concept of fiinctional management and stressed on the monetary incentives to 
increase the efficiency of the employees. 
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Newthrone conducted studies in 1920s under the chairmanship of Prof. 
Elthan Maye brought forth the fact that human behaviour is complex and in 
explaining it there was a need to go beyond the assumption that economic 
considerations were sufficient. These studies brought in light the significance 
of non-monetary factors such as supervision, satisfaction, morale, group 
membership, etc. Later on, many studies on various aspect of Personnel 
management provided useful concepts. Institute of Social Research at 
Michigan University conducted studies on supervision, which enunciated the 
concept of employees-centred and production-centred supervision. Chester 
Bernard, Hezberg, Gellerman, and others have contributed in the field of 
motivation, morale, supervision and group dynamics. 
In Indian context, the overall picture cannot be said to be satisfactory. 
The studies on various aspects in the field of manpower management had 
mainly been started fi"om early fifty's. However, the main contributions are 
fi-om the individual industrial psychologists and the sociologists. For instance, 
in the field of recruitment and selection, Ganguly (1955), Pannikar (1956), 
Ghosh and Tripathi (1965), Anand (1968), and others have made their 
individual contributions and the main work has been on developing the 
psychological test used in the selection. Mukherjee (1966), Sawlapurkar 
(1967), Dayal (1977), and others have done some work on the performance 
appraisal but these studies are insufficient to draw general conclusions. In the 
field of training, the studies conducted related to general views, such as the 
method of effective training, measurement of effectiveness of training, etc. 
Thus, there is still scope for intensive research in the area of training. 
An important aspect fi-om the point of view of employees' satisfaction 
and individual harmony is compensation. In this field, Sinha (1955), Ravat 
(1965), and others have conducted some studies but their work is more on the 
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legal aspects than on managerial and economic ones. The researches 
conducted on the industrial relation have been more on the labour problem, 
labour legislation and trade unions. The studies conducted on the labour 
problem relate much to absenteeism and labour turnover. Second part of the 
Uterature is related to the individuals' study of manpower planning. These are 
as follows: 
Manpower Planning Practices in Indian Manufacturing Organisations: 
An attempt has been made here to identify the nature and 
characteristics of manpower planning activities practiced in Indian 
manufacturing organisations.' Questionnaires received from 45 firms and 
interviews with personnel managers, industrial engineers, and heads of the 
divisions from 23 firms comprise the database. All the organisations 
examined carried out fimctions associated with the manpower planning either 
in a fragmentary way or in totality, either sporadically or continuously. In 
forecasting the manpower planning requirements, larger companies adopted 
several approaches, while smaller companies used single approach. Less than 
50% of the companies used systematic manpower inventories, and the 
manpower audit was systematic in only 20% of the companies, primarily the 
larger ones. The reasons found for the employees' turnover include better 
career prospects and adjustment problems with peer groups. Thus, companies 
need to provide adequate career opportunities and the personnel departments 
need to watch the peer group relationships of key personnel. 
1. Kn-shnaswamy, K. N., ASCI Journal of Management, vl5, nl Sepl985, 
p.47-76. 
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Corporate Management Development Centres: Are they growing in 
the right direction? Awareness of the contribution of training to the overall 
development of the employees, the human resource development movement 
is catching up with the corporate sectors in India. The creation of a separate 
ministry for the human resource development at the centre signifies the 
government's commitment to further enhance overall planned development of 
one of the largest reservoirs of technically quahfied manpower in the world. 
The presence of new corporate management development centres (CMDC) 
reflects the changing educational and training needs of the corporate India and 
signifies the emergence of professionalism in all walks of life in the nation. 
However, no attention has been paid towards the placement of the correct 
personnel, motivation, and qualitative training outputs in PSUs. What 
CMDCs need is the leadership with proven competence and integrity? In 
addition, one of the serious impediments in the healthy growth of the 
corporate training function is the lack of formal training for the training chief 
and trainers. 
Lack of Manpower Training in India, Causes and Characteristics: 
Lack of management training in India is quite rampant. Structurally small and 
medium sized organisations and iiumber of managers exhibit greater 
tendencies to be non- trainers. Organisational size is negatively correlated to 
management traming. Of the many suggested causes of lack of management 
2. An Asian perspective. Shaikh, Tayyab S; Industrial and Commercial 
Training. V 25, n9, 1993, p.3-7. 
3. Sharma, Rajeev D; International Journal of Manpower, V 13, n3, 1992, 
p.27. 27-34. 
6 
training in India, financial constraints were reported as the single most 
important factor by 89% of the respondents in a recent survey. Realising the 
worth of management training, almost % of the non-trainers hoped to initiate 
the management training in fixture. However, there were some conditions 
attached to embracing it as an integral part of their strategy. Non-trainers were 
asked to express their opinion about the importance of various skills. From a 
list of 6 general and 7 fimctional skills, the response pattern is more 
pronounced with high degree of unanimity compared to junior or middle 
levels. With so much at stake fi"om the small organisation's perspective, some 
regulatory mechanism will have to be instituted if the existing situation is to 
be salvaged. 
Is there a Coherent Human Resource Management System in 
India?: While most of the human resource management policies in India have 
been borrowed from a western context, many of the modem western ideas and 
theories do not always work in practice because there is a mismatch between 
the western management theories and the Indian culture and value system. To 
examine the gaps between the human resource management policies as laid 
down in company publications and the actual practices followed by the 
companies in the public and private sectors and by multinationals in India, the 
practices in eight firms are examined. It is found that no coherent unified 
management system that can be called Indian management exists. 
Inconsistencies are apparent and real contradictions abound. There is 
pressure on managers in almost all the organisations in India to get things 
moving and to keep firms economically viable on a sustained basis. The 
management techniques and practices are selected that are likely to 
4. Jain, Hem C; International J.of Manpower, V12, nl, 1991, p. 10-17. 
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be congruent with the expectations of the people being managed and are in 
tune with the management styles and value orientation of key managers. 
Human Resource Development, Career and Skill: The rapid 
changing environment in different industries with regard to the technological 
advancements specifically in the field of satellite and communication 
technology, stiff competition in the market place, expectations of enrich 
quahty, novelty items and non-availabihty of skilled manpower on reasonable 
price are forcing the organisations to adopt different strategies to meet the 
challenging tasks of improving the productivity and competitiveness. While 
every factor of production has a contribution to make towards productivity, 
improvements in human resource have a far more significant role to play. In 
today's corporate culture, it is realised that the employees are the 
organisation's most valuable assets. The basic concept of manpower 
planning in an organisation involves reconciling employees' needs and aims 
with the employer's requirement for staff with specific levels of hierarchical 
responsibihty. This means identifying an individual's potential and on that 
basis, planning an employee's education, training and career development. It 
can be concluded that there is dearth of research in the field of manpower in 
India as compared to the work done in western countries. Tarun Sheth says 
that it would be unfair to compare the research in India to that done in the 
west and get desperate about the lack of it in India. The neglect of research in 
5. Bangar, R S; Employment News, V 22, n42, Jan 17-Jan 23,1998. p.l, 3. 
6. Sheth.T; A survey of research in personnel management and industrial 
relation- A trend Report included in "A survey of Research in Management"; 
Vol I; Vikas PubUshing House Pvt. Ltd; Delhi, 1973; p.300. 
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this field has been due to the following: 
a) Lack of initiative on the part of personnel executives to identify and 
quantify the area of research. 
b) A general feeling in the employer not to consider the significance and 
need of a specialised department to manage the human resource. 
c) Hesitation on the part of business executives in putting the personnel 
problems before the researchers 
d) Lack of interest on the top management and employers who considered 
the human side of the organisation in an over simplified form. 
Scope For Further Research 
In view of the dearth of researches in the field in India, there is 
a wide scope here to undertake research studies on various aspects. 
The manpower management practices pertaining to recruitment, 
selection, training and development, etc., which has direct bearing 
on the employees at work, can be studied with reference to the 
employees' efficiency and satisfaction. Tarun Sheth maintains 
that in the field of techniques and skills related to the manpower 
management, the immediate need is to provide information, which 
can serve as an infrastructure on which further research can be 
done. 
Hypothesis 
The study has been based on the following hypotheses and is being tested 
by using the primary data, which are collected through the questionnaire. The 
conpany is successful in attaining the best talent in the organisation. 
7. Sheth,T,op. ut.,p.30L 
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The personnel policies in the organisation facilitate employees' 
development. 
a) The management is quite successful in retaining its best employees. 
b) The training programme is being given adequate importance in the 
company. 
c) Senior executives take interest and spend time with new staff during 
induction. 
d) The employees are satisfied with the financial and non-financial 
incentives provided by the company. 
e) Employees are also satisfied with the evaluation system conducted for 
deciding their promotion. 
Objectives of the study 
ReaUsing the utmost significance of manpower management in the 
accompUshment of the organisational goals and the scope, the present study 
has been undertaken to examine the manpower management and practices 
adopted in Indian aluminium industries in general and Hindalco in particular. 
The study focuses attention on the following issues: 
a) To review the present policies and practices of managing the personnel 
in Indian industries and how far they are effective? 
b) To go through the manpower management practices in India's 
aluminium industries. 
c) To examine the pattern and progress of recruitment, remuneration and 
of organisational structure of Hindalco. 
d) To review the employees problems and their level of satisfaction with 
the Hindalco industries. 
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e) To suggest an appropriate measure to streamline the manpower 
management in order to improve the productivity and efficiency of the 
said industry. 
Research Methodology 
In the present study two sources, documentary and field were used for 
the collection of data and information. Documentary information was 
collected from both the primary and secondary sources. It consisted of the 
collection of data and information contained in the pubUshed as well as 
unpublished documents, reports, etc. Besides this, a questionnaire is designed 
in order to know the reaction of the employees of Hindalco about the existing 
pohcies and practices of manpower management. The questionnaire was 
filled in through the personal interview with the employees. A random sample 
of 100 employees was taken from Hindalco for the study of attitude towards 
the manpower practices. 
Need For Research 
For the present study, Hindalco has been chosen on the following grounds: 
a) Hindalco is a leading group, which is ranked second among the twenty 
top industrial houses of the country. 
b) All the three undertakings, which are selected, vary in their nature, size 
and organisational structure, which are managed independently. 
c) These imits had been estabUshed in different pohtical socio-economic 
conditions, which might have affected the styles, techniques and 
policies of managing the personnel in all the undertakings. 
d) An important reason has been the proximity of research avenues to the 
work place of the researcher. 
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Presentation of the Study 
The thesis is divided into eight chapters. The first chapter deals with the 
introductory part of the subject matter including a brief review of the 
available literature on the manpower management studies. This chapter deals 
with the objective, hypothesis, scope and methodology employed in the study. 
A general account of the Indian Manpower Management in Industry is 
presented in second and third chapters. In addition, the third chapter presents 
an overview of India's Aluminium Industry- a case study of Hindalco. The 
picture is full of great diversities in manpower practices in different 
industries. The diversities have been noted not only in the undertakings of 
different sectors but even in different companies of the same sector. Fourth 
chapter is devoted to the study of organisational structure as well as the 
employment pattern and progress in which the recruitment poUcy and 
remuneration pattern are given. The details of training and development of the 
entire company are given in fifth chapter. Chapter six deals with the welfare 
activities provided by the company as well as certain problems faced by the 
employees. An overall survey and assessment of the views expressed by the 
employees through the questioimaire are given in chapter seven. The data 
collected in such a maimer have been analysed and interpreted. Finally, 
conclusion and few suggestions are given in chapter eight. This may help in 
bringing about improvement in the performance of Hindalco industries. 
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Chapter 2 
Manpower Management 
The prime task of management is essentially to bring about optimum 
utilisation of the manpower resources of an enterprise because its success and 
continuity is ultimately determined by the productivity of its employees and 
the level of satisfaction that they derive from their jobs, fellow employees, 
companies' policies, administration and its reward system. No doubt, 
management of machine technologies and other material resources is 
important but more important is the managing of the man and nurturing his 
propensities, who is behind the machines. While technologies can be 
imported, the skilled manpower required has to be developed and directed 
properly. Though such trained manpower can only fulfQ their obligations of 
achieving adequate advantage and reasonable return from the heavy 
investments. The main objectives, however, of any organisation is to achieve 
its goals with the help of all the resources available for the production of all 
the four factors of production. If any organisation aims only at achieving 
money as its goal then in the long run, it is not suitable for the organisation. It 
is necessary for all the organisations to keep constant vigil on all the factors 
of production, but the main consideration should be kept on the man because 
he is the only factor tiiat keeps an organisation's charts in an upward or in a 
downward trend. Thus, no management can be efficient without a sound 
personnel policy, without right approach to the human beings engaged in the 
organisation whether they are skilled or unskilled or highly qualified. 
It is a fimction tiiat exists in all the organisations whether it may be 
large or small. All the business organisations face the problem of securing. 
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holding and motivating their work forces. The performance of these functions 
greatly influences the employees' satisfaction and their productivity on the 
jobs. The management of power is basically established to assist the line 
managers to tackle the employees especially in matters related to promotion, 
training development, selection, etc. Hence, people are the most important 
and valuable resource since every organisation or institution has them in the 
form of its employees. 
Effective employees can contribute to the effectiveness of the 
organisation. Competent and motivated people can make things happen and 
enable an organisation or the institution to achieve its goal. Therefore, 
organisations should continuously ensure that the dynamism, competency, 
motivation and effectiveness of the employees remain at high levels. 
Management is thus a continuous process to ensure the development of 
employees' competencies, dynamism, motivation and effectiveness in a 
systematic and planned manner. Here human factor is an active agent that 
accumulates capital, exploits natural resources, and builds social, economic, 
and poUtical organisation. These, in turn, are essential components to carry 
forward the national development of the country. The physical resources 
cannot be made productive unless the human factor is involved in it. Human 
resource has been defined as "human factor" comprising of inter-related, 
inter-dependent and inter-acting physiological and ethical components. From 
the point of view of individuals' industrial enterprise, human resource 
represents the total of inherent abihties, skills, knowledge and aptitudes of its 
employees. 
While talking about the human resources we have to take into account 
all the people working in the organisation. Since in an absolute sense each 
worker is constituent of the organisational set-up. It is, therefore, necessary to 
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think about the worth of the managerial and supervisory personnel and any 
ignorance of any step in the form of individual occupants of different position 
in the organisational structure may result in a total collapse of the 
organisation. Only if such a comprehensive view is taken, an integrated effort 
for the improvement of the organisational climate, culture and effectiveness 
can be made possible. In any undertaking, these efforts have been taken into 
account not only the capabiUties of the individual employees but also the 
environmental context and the circumstances in which they operate and these 
can be possible only through an effective manpower management. 
Human Resource Development (HRD) is yet another approach to 
develop healthy and purposeful human organisation in an enterprise. The 
studies of successful organisations over the past 15-20 years also highhght the 
fact that improved performance has always accompanied the involvement of 
people at work. No involvement in the organisational performance is possible 
without such an involvement. The Japanese experience has reconfirmed the 
need for such an engagement. They beheve that the experience of 
industriaUsed countries in this respect is equally vahd for India. The efforts to 
improve organisational performance will depend largely on how effective the 
management is in getting spontaneous will to cooperate among employees. 
Any planning expert has to take into account the relevant basic data in respect 
of whatever is being planned, and the strategy that would help one to reach 
the desired goal. The basic premise for HRD is man's knowledge of himself, 
his nature, and how and why he responds to his situations and the people with 
whom he interacts. Consequently, these data are taken into consideration in 
formulating a plan of action in an organisation. Thus, planning HRD system 
in an organisation is necessary because human beings have certain unique 
characteristics. Some of them are: 
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(a) Capability for improving his own understanding and performance. 
(b) Versatility that no other animate being or inanimate object has. 
(c) Ability to be a prime mover in whatever capacity he is involved. 
(d) CapabiUty to go beyond set structures of thinking and doing of being 
innovative and covering new grounds. 
(e) Ability to change himself if he were to feel the need for doing so. 
Notwithstanding these qualities, a human being could function hke a 
machine with a highly structured area of thinking and doing. His mechanical 
orientation could induce rigidity in his approach and performance. Even 
though the mental alertness as well as physical energy may deteriorate with 
age but until a fairly advanced age, maturity and the capacity to objectively 
evaluate the events remains sharp and in many cases improves. 
This is the circumstance relating to people. The term resources in 
relation to the people, indicates that they are a resource in themselves, which, 
they can either appreciate or depreciate, depending upon what they do with 
themselves. In common use, human resource is a term used to refer to die 
number of employees at work. In this meaning, a person is seen much the 
same way as physical assets such as a table or a machine. In another meaning, 
however, human resource is used to refer to the quality of the person and his 
contribution to the organisational effectiveness. The second meaning applies 
to HRD initiatives. Many organisations have begun to recognise the 
behavioural characteristics and the implications of these in the poHcy 
formulation. One manifestation of this development is what has come to be 
generally known as Human Resource Development. 
If the success could have been achieved merely by fixing ambitious 
targets; India would have been a rich country by now. The fact is that over the 
last 50 years, we have been consistentiy failing to achieve the macro targets 
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set for the economy in our five-year plans. The crises of 1990-91 led to 
changes in the poUcy frame - work governing the economic activity and good 
results were achieved for a few years. But we slowed down again thereafter, 
although the rate of growth was faster as compared to the earUer period. So, 
in order to manage effectively and to motivate the employees, and to get 
accountable results, there is an urgent need of manpower management. 
Manpower Management is concerned with the "people" dimension in 
management, since every organisation is made up of people, acquiring their 
services, developing their skills, motivating them to high levels of 
performance, and ensuring that they continue to maintain their commitment to 
the organisation. Such a consideration is essential to achieving the 
organisational objectives. This is true regardless of the type of the 
organisation - government, business, education, health, recreation, or social 
action. Getting and keeping good people in a successful organisation is a 
challenging job, whether it is a profit or a nonprofit, public or a private 
organisation. 
Survival of an organisation requires competent managers and workers 
coordinating their efforts towards an unlimited goal. So, if an organisation is 
to achieve its goals, it needs inputs: financial resources (such as money and 
credit), physical resources (such as building and equipment), and the people. 
Managers quite often forget the importance of the third factor, i.e., the people 
variable, which happens to be the most important for the success of an 
organisation. Many managers have failed in their organisation because they 
have taken their human resources for granted. Consequently, it is essential 
that the supply of human resources must be sufficient / adequate to ensure a 
healthy operation of the organisation, whether it is a business firm, a 
government agency, a professional football team, or a university. 
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It is well known that management tries to develop the potential of 
employees for future likely jobs/roles in the organisation. Towards this 
objective of continuing healthy operations, the organisation requires 
Manpower Planning. Manpower Planning is the process by which an 
organisation ensures that it has the right number and kind of people, at the 
right place, and at Ihe right time, capable of effectively and efficiently 
completing those tasks that will help the organisation to achieve its overall 
objectives. Human resource planning then translates the organisation's 
objectives and plans into the number of workers needed to meet those 
objectives. Without a clear-cut planning, estimation of an organisation's 
human resource need to reduce it, is a mere guesswork. 
The purpose of manpower planning is to assess the current status of the 
organisation with a view to keeping in mind the impUcit impUcations of such 
an assessment, which may have bearing on the ftiture supplies of (or the 
demands for) the human resources. Manpower (or the human resource) of any 
undertaking is the most important of all the resources. This is because of the 
fact diat only the personnel work Unk in an organisation can operate its 
resources to accompUsh the stated objectives. A competent and motivated 
team of personnel can make all the differences between an effective and an 
ineffective organisation. However, building a component team of personnel 
requires a careful planning of the human resource. Manpower planning is 
concerned with the manpower requirement and its steps necessary to fulfil 
this requirement. 
Accordingly, manpower planning may be described as a strategy for the 
(a) procurement, (b) development, (c) allocation, and (d) utiUsation of the 
manpower resources of an enterprise. Of these, (a) procurement is concerned 
with providing manpower for the current as well as anticipated future 
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requirements of the organisation, (b) Development is aimed at the proper 
education and training of workers to improve their performance and to see 
that nothing impairs their effectiveness, (c) Allocation seeks to maintain a 
proper balance between the demand and the supply of workers throughout the 
organisation. Finally, (d) utiUsation aims at improving the attitude and 
behaviour of workers so as to improve individuals' and organisational 
performances. Thus, the manpower management refers to the direction and 
control of human resources in employment situations. According to Yoder 
and others' the term, 'Labour Management' can be used in place of 
'Manpower Management' but it does not simply mean the management of 
rank and file.' The manpower management is, indeed, concerned with the 
methods, techniques and procedures adopted to organise and direct the 
manpower resources for the accomplishment of organisational, individual and 
social objectives. 
Jucius finds 'Personnel Management' as a field of management, which 
relates to planning, organising, directing and controlling the fimctions of 
procurement, development, maintenance and utiUsation of a labour force with 
a view to attaining the organisational goals economically and effectively. 
1.Yoder, D., Heneman, H.G., TurnbuU, J.G. & Stone, C.H., 
Handbook of Personnel Management and Labour Relations, New 
York, McGraw Hill Book Co. 1958, p. 1.19. 
2. Jucius, M. J., Personnel Management, Homewood, Illinois, 
Richard, D. Irwin, Inc., 1973, pp.2-5. 
19 
Stephens defined 'Personnel Management' as the process of attracting, 
holding and motivating people. Likert is of the view that "every aspect of a 
firm's activities is determined by the competence, motivation and general 
effectiveness of its human organisation.'* Of all the tasks of management, 
managing the human component is the central and most important task, 
because all others depend upon how well it is done." While PigoTs says that 
"Personnel Management is a method of developing potentiaUties of 
employees so that they get maximum satisfaction out of their work and give 
their best efforts to the organisation". Therefore, on the basis of the above 
definitions we can say that the manpower resources are the most valuable 
assets of an organisation.^ It is they who give strategic advantage to an 
organisation. There is nothing unusual about this statement because there are 
already examples of corporate success woven around people. Organisations, 
irrespective of their size, nature of ownership and control, have to realise that 
among all the resources required by the organisation, it is the manpower 
resource's intellectual capital, which will see companies through 21* century. 
A highly inspired group of employees with high aspirations will innovate, 
leverage resources, diversify around core competencies and build 
organisational passions to meet the Human Resource Development challenges 
and strategies in the current century. 
3. Stephens, E. C. and Dunn, J. D., Management of personnel. New York, 
Mc- Graw Hill Book Co., 1972, p. 10. 
4. Likert, R., The Human organization. Its Management and Value, Mc-Graw 
Hill Book Co., New York, 1973. 
5. Pigors, P. and Mayers, C. A., Personnel Administration, Mc-Graw Hill 
Book Co., New York. 
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If we look into the meaning of manpower planning, the word planning 
means looking ahead. There is a detennined process of economic planning 
with major component. A long-range perspective planning for 15-20 years' 
period outlines the economic goals. The medium term plan for 5-8 years' 
period is based on the comprehensive input and output analysis combining the 
economic goals and the overall local planning targets by sector for the 
implementation of the plan. An annual plan provides guidelines for reaching 
the intermediate goals and sector major component. A long-range perspective 
planning for 15-20 years' period outlines the economic goals. The medium 
term plan for 5-8 years' period is based on the comprehensive input and 
output analysis combining the economic goals and the overall local planning 
targets by sector for the implementation of the plan. An annual plan provides 
guidelines for reaching the intermediate goals and sector targets. There may 
be also a rolling plan to take care of unexpected changes and if warranted, to 
adjust the goals, in line with the current experience. 
In any organisation planning is the foundation stone for the attainment 
of its goals. This results in achieving tiie maximum long-range benefits both 
for the organisation as well as for the individuals. The manpower planning 
and human resource plaiming are apparently synonymous. In the past, the 
phrase manpower planning was being widely used, but now it has been 
replaced by the phrase 'human resource planning' in view of its vast or broad 
based meaning/ significance. 
Human Resource Management (HRM) 
The world has entered into the 21** century. In developing 
countries like India, it has to decide the things doing differently, 
creatively and in an innovative way, if we wish to catapult 
ourselves to the forefront of the world economy. Today as we 
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Stand in the year 200IAD that beacons us with a challenge to 
continue the needs for and paramount importance of human 
resource development (HRD), to furthering the human heritage 
and to make this world a better place to live in. The year 2000AD 
did not merely signify the end of a decade or a century, but the 
end of a millennium and the beginning of a new one. The term 
HRM reflects the evaluation of a science practice distinct from its 
predecessor label, personnel management and industrial relation. 
Originally the concept of 'labour welfare' was coined during the 
Second World War, the emergence of labour unions and labour 
legislation thereafter gave 'Industrial relations' perspective to the 
management of people at work. Personnel management assumed 
importance for the purpose of documenting various personnel 
records and statistics required by the law and also administering 
personnel programmes and procedures. Personal management and 
industrial relation implied that employees were an organisational 
expense, with a myopic reactive stance. 
The term ' HRM' in place of personnel management and industrial 
relation indicates not only the awareness of the critical importance of the 
human element in organisational management, but also the extent to which 
the success of an organisation must be balanced with the abihty of the 
individuals in it to develop to their full potential. HRM emphasises the 
potential of employees as organisational assets by adopting a proactive 
approach. The responsibihties of yesterday's personnel managers were 
characterised as 'maintenance activities' primarily at tiie operational and 
secondarily at the managerial levels of the organisation. In other words, HRM 
envisages creating conditions towards developing motivated and skillful 
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human resource dedicated to the task of producing goods and services for the 
goodwill and welfare of the society. This will be possible with the task to 
create a dedicated work force, which will bring about all round improvement 
in the society irrespective of the place of their work. As human beings are 
getting more and more importance in the fast changing dynamic industrialised 
and liberaUsed world the himian resource has become an important resource 
of any organisation and HRM is not something, which can be left to the 
specialist. It concerns and impacts everyone involved in managing the 
business. There is a growing awareness of the significant impact that the 
human technology of an organisation has on that organisation's profitability 
and growth. Therefore, effective system of human resources planning and 
development would become essential for survival. The effectiveness of any 
organisation depends on the efficacy of its employees and that can be 
developed by managerial competence. Thus, HRM is one of the most 
important managerial fimctions encompassing within its ambit all aspects of 
the organisational interactions with people, whether within itself, or in the 
society around it. It is based on the premises that people are a vital resource 
contributing to the fiilfilknent of the organisations' goals and objectives and 
involves the planning and implementation of a wide array of activities for 
building up a conducive work environment and ensuring the optimum 
utilisation of human resources for the benefit of both the individual and the 
organisation. 
In this arena of increasing competitiveness and turbulent change, the 
business organisation's greatest challenge will be in the building of 
organisational capability. With the advent of computers, wide spread 
television network, tele-communication and massive induction of technology 
with economic hberalisation, demand for the consumption of goods, the 
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emergence of a true capital market and a growing consimier movement are 
facilitated. Business organisations had to perforce react to the structural 
changes mandated by this growth as we stand at the threshold of a liberahsed 
pohcy. In order to respond quickly and effectively to the demands of the 
market place business manager would need to identify the specific areas 
where organisational capabihty is required, to define the choices in each area, 
and to determine managerial actions tiiat will build the organisational 
capability in a definite time frame. HRM attaches more importance to people 
in the organisation. This is mainly because organisations are reaUsing that 
human assets are the most important they can have and their contribution to 
the organisation is much more than that of any other resource being used. 
Thus, there should be knowledgeable worker at all levels of the organisation, 
which constitutes the largest potential himian resources market in the 
information economy of tomorrow. Peter Dracker has emphasised that 
knowledgeable workers should be inducted for adequate training and 
development of the organisation. 
As the emphasis is partly attributed to the new emerging 
values of humanism and humanisation, the modern HRM has 
emerged from the following inter- related sources: 
(a) Rapid technological changes, which increased the 
specialisation of labour associated with industrial evolution. 
(b) The emergence of free collective bargaining with constraints 
established for both the union and the employer. 
(c) The growth of behavioural science field. 
(d) Scientific management movement growing. 
(e) Industrial psychological thoughts. 
(f) Emergence of personnel specialists. 
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(g) Human relation movement, 
(h) Statutory enactment and court decisions after independence. 
Therefore, human resource role is essentially an enabling 
role to provide the right context in which human performance 
occurs and the organisation reaches its stated objectives. This 
entails getting involved in cultural change. The human resource 
function should keep stimulating the thinking of the top 
management and line managers about human processes and 
cultural dimensions like openness, trust, team-spirit, mutuality 
collaboration, autonomy, conflict resolution, leadership styles etc. 
Within the context of their over all involvement with strategy and 
cultural change, HR professionals would have to concentrate on two major 
areas' 'resourcing' in its broadest sense and performance management. 
Induction of tiie 'right' kind and mix of people into business, development of 
human resources, management development, and performance related training 
are of paramount importance. 
Changing Scenario 
Keeping the changes worldwide, it is important to focus on 
those factors, which have a close bearing on human resource 
management. The demographic profile of the world is changing. 
The population in developed countries has more or less stabilised. 
It is increasing sharply in most developing countries. With 
increase in the knowledge base of employees and increasing 
attention towards self development means that individuals would 
need to have a high degree of flexibility in meeting the challenges 
25 
of the day to day realities. Due to the increase in knowledge and 
self-development the proportion of women in the workforce is 
constantly on the rise and the education level of the newer 
entrants to the job market is also rising. As a result during the 
next ten years relocation of the workforce, particularly of the 
growing well educated and the highly skilled, across national 
borders, as well as within the boundaries of larger countries will 
occur. 
With the world coming closer, globalisation of lifestyles will 
become an important characteristic of the people in terms of 
expectations, food habits, dress, etc. The trend is towards 
following the world and this will have an important bearing in 
determining the motivational characteristics of the workforce. 
A strong customer orientation in all the spheres of economic 
activity is gaining ground. With increase in the level of awareness 
the demand of the customer, and all organisational policies, 
including the HRM approach, has to orient itself towards meeting 
the customer's expectation, as it is the only way to survive and 
grow in the competitive environment. 
Organisations do not function in vacuum and they are highly 
susceptible to the forces of social environment in which they exit. 
The world in general and our country in particular is witnessing a 
secular trend of degeneration of social and moral values, coupled 
with political permissiveness and opportunism. The adverse effect 
of such decadence on organisational culture is immense, and a 
conscious and systematic approach will have to be developed to 
counter them. The scenario is, however, not without hope and the 
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HRM function can contribute significantly in this regard. 
Therefore, to survive in the competitive world of economy India 
like other developing countries of the world must strive for better 
days in the next decade. There are many challenges looming on 
the horizon for the Indian businessman and the human resource 
manager. 
Challenges in Manpower Planning 
The new environment poses significant challenges to the 
management of Indian industry. These exist in all the areas of 
management technology, manufacturing quality and finance. 
Fundamentally all these areas in the human factor manpower 
management have to be recognised as an important competitive 
factor. For this it is necessary to identify some of the crucial 
challenges that dominate the manpower horizon. These, in turn, 
will determine the appropriate strategies and approaches to be 
adopted. 
(1) Management of Change 
One of the important challenges for manpower is the 
managing change itself. For managing change effectively, 
organisation needs to take a pro-active and interactive approach, 
rather than a reactive one. Since change is inevitable, the 
adaptation process becomes easier if a situation requiring change 
is perceived as an opportunity and not a threat. If organisations 
are unable to respond to the changes by adapting them, they will 
become victims of the change. The importance of managing 
change thus becomes crucial for organisations to gain a 
competitive edge over others. 
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(2) Globalisation of Manpower Management 
The gradually emerging trend of higher mobility within and 
beyond the national boundaries poses another set of challenge. 
This is particularly acute in sunrise / prime industries such as 
computers, where every nation would like to be at the 
development forefront. The famed Silicon Valley in the United 
States owes to no mean extent with globalisation; the challenge in 
manpower would be to allow deployment of human capital where 
it can be used most productively and willingness to compete for 
the human resource. This will provide an opportunity for a 
competitive advantage. Further, as mobility increases it will have 
its own fall out in the form of needs and concerns becoming 
universal and standardisation of workplace standards will become 
a priority area. 
(3) Total Quality Approach 
Along with the increasing emphasis on ensuring the 
satisfaction of the external customer's need, the organisation is 
also looking inwards to the internal customer. The visualisation of 
the organisation as a network of suppliers and customers, formally 
known as total quality approach is rapidly gaining ground. The 
challenge before manpower management in the coming years will 
be to develop a total quality movement in the country so that all 
round consciousness is created to do that in whatever job an 
individual is engaged. This calls for a shift from the tradition 
bound bureaucratic response to a dynamic people oriented service 
function with a close and continuous support to the line managers 
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to enable them to discharge their role with regard to human 
resources. 
(4) Focus on the Individuals 
The new generation of our workforce is more literate and 
conscious than their counterpart even a few years ago. As a result, 
members in the organisation are getting increasingly 
individualistic but one aspect that is generally lacking is the 
ability to work in teams. This poses the challenge of row to hold 
the individuals together in the direction of organisational 
objectives. As team effort rather than individual effort is essential 
to bring about change, the management system should take all 
possible measures to encourage the spirit of teamwork, where 
more than individual excellence, group activities and 
accomplishments are appreciated. 
(5) Bridging the learning gap 
By the turn of the century, the learning gap between the rate 
of change and the rate of adaptation to change is likely to widen. 
The transformations in human institutions, ideas, skills and 
outlook make the task of updating the people of the organisation 
in terms of their knowledge, skill and attitude difficult. This poses 
a constant challenge for the manpower management. It has been 
observed that learning gap is created by the technological changes 
outpacing people. Another important challenge would be to enable 
people to learn at their own pace and in the area of their interest, 
perhaps at their own time. The open learning concept where 
computer based training is provided meeting these requirements is 
increasingly becoming popular and the challenge would be to 
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widen the scope and coverage of the newer training initiatives to 
make their impact felt in terms of individual and organisational 
performance. 
(6) Communication 
An effective communication system is a prerequisite to 
ensure the involvement of the employees in the change process. 
Change necessarily involves a shift in emphasis on the different 
goals of an organisation. The goals and targets of the organisation 
and the role/contribution of each employee should be made crystal 
clear to the employees through the process of communication, 
otherwise, the organisation will not get the willing cooperation of 
the employees for the realisation of the organisational goals. The 
communication process should not be a one-way process, it must 
essentially be a two-way process where the employees may get an 
opportunity to express their views and offer suggestions. 
(7) Innovation 
The organisation should be supportive and encouraging towards the 
creative and iimovative efforts of its members by providing flexibility and 
autonomy to the departmental and fiinctional heads of the organisation. 
(8) Manpower optimisation 
Ensuring optimum utilisation of all persons on rolls will be continuous 
challenge before the manpower management group. In the increasingly 
competitive situation where organisation will find that every function has to 
operate as a profit centre. Thus, the focus will be on value added dimensions 
of human resources. While cost effective competitiveness will continue to be 
a major concern in business venture, redimdancy of employees in the name of 
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modernisation and updating of technology will only enhance the process of 
disaster. 
Coleman has defined human resource or the manpower planning as " 
the process of determining manpower requirements and the means for 
meeting those requirements in order to cany out the integrated plans of the 
organisation." ^ Manpower management also aims at preparing people for 
performing roles/jobs/tasks / functions which they may be required to perform 
in the future as they go up on the organisational hierarchy or as the 
organisations take up new tasks through diversification, expansion, 
modernisation, etc. 
According to Wickstrong Manpower planning consists of a series of 
activities, viz. 
(a) Forecasting fiiture manpower requirements, either in terms of 
mathematical projections of trends in the economic environment and 
developments in industry, or in terms of judgmental estimates based 
upon the specific future plans of a company 
(b) Making an inventory of present manpower resources and assessing the 
extent to which these resources are employed optimally; 
(c) Anticipating manpower problems by projecting present resources into 
the future and comparing them with the forecast of requirements to 
determine their adequacy, both quantitatively and quahtatively; and 
6. Coleman, Bruce, P., "An integrated System for Manpower planning," 
Business Horizon, Vol.13, No.5, 1970, pp.89-95. 
7. Wickstrong S.," Manpower Planning: Evolving System", Conference 
Board Report, No.251, The Conference Board, New York, 1971, p.2. 
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(d) Planning the necessary programmes of requirements, selections, 
training, development, utilisation, transfer, promotion, motivation and 
compensation to ensure that future manpower requirements are 
properly met. 
Changed Values and Concepts in Personal Administration 
During the last 25 years there has been a considerable change in the 
core concept of Personnel Administration. The emergence of the Joint Public 
Sector organisation, development of small scale and cottage industries on a 
nation-wide basis, the strengthening of trade unions, the change in the 
compositions of the workforce with a high percentage of Uteracy, and 
estabUshment of speciaUsed personnel Department under the cabinet 
secretariat, resulted in a shift in the private sector enterprise. Labour today is 
considered as a partner in the country's co-operative effort to bring about a 
change in the productive environment and to ensure better standard of Uving 
for the free citizens of India. 
In any developing country in the world, there are more people available 
for the employment than there are positions. Alfred Marshall stated that the 
most valuable of all capital, is that invested in human beings. The level of 
investment in the people could be better evaluated in terms of the trained 
people, the number of people engaged in education and the number of people 
who are undergoing training. 
Fredrick H. Harbison and Charles A Myers in their Education, 
Manpower and Economic Growth, have used a composite index to measure 
the level of development of human resources in a country. Their index 
8. Harrison & Myers, Education, Man- power and Economic Growth, Mc 
Graw Hill Book Co., 1964 pp.23-48. 
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includes the percentage of the population in age group of 15-19 years who 
received secondary education, and the percentage of the population in the 20-
24 years' age group who have rooted them in advanced or third level of 
education. They assign weighted index to the advanced education as this 
group may represent a more sensible indicator of the development of human 
resources in a society." 
In a planned economy, as we have in India, although there is an 
abundance of human resources, what is lacking in many cases, is the 
speciahsed scheme for training faciUties and inadequacy of knowledge in 
advanced technology. The people who were considered as highly trained and 
competent a decade ago or even today, may become incompetent tomorrow. 
Unless there have been faciUties and opportunities of acquiring latest 
knowledge, we cannot always live in a sheltered economy. In a competitive 
world we cannot survive if we are not equipped suitably enough to meet the 
challenges and demand of the year to come by planning locating the 
potentials, and developing the required human resources well-in-time. If 
human resources are better utilised and more fully by the employers, fairly 
small investment in human resources of the right type will give great impetus 
to the development of the economy as a whole. 
Neither the economic resources nor the natural resources can 
be developed meaningfully without the development of manpower. 
It is well known that the planning process is linked with the 
project targets and it is impossible to predict with certainty the 
unknown factors, which may affect the realisation of the goals. 
The uncertain factors may reflect the vagaries of nature, uncertain 
foreign exchange situations, political upheavals and faulty 
forecasting of human resources. 
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For the benefit of mankind, we go for Green revolution. 
Industrial revolution does not destroy available resources but 
strengthens and augments the same. Small scale and cottage 
industries are established to create more employment 
opportunities and hence help in stepping up of national income. 
Roads and dams are built not only for more employment but also 
to facilitate the economic development of the country. It may, 
therefore, be concluded that manpower planning, is an integral 
part of any economic planning. In a long-range planning there 
may be need for high-level manpower. High-level manpower 
needs are assessed in combination with a flexible education 
system. High-level manpower itself cannot achieve the desired 
objectives. It is, therefore, essential that both in the long-range 
and medium-range planning, the development of the middle and 
lower level manpower planning needs should be equally 
recognised. 
Manpower Planning Process 
In manpower planning, the process is concerned with four 
major areas: 
1. Concern for human capital in combination with a flexible 
educational and training facilities. 
2. Concern for population and levels of employment. 
3. Manpower utilisation and distribution. 
4. Skills for developmental purposes. 
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Human Capital, Training, and Education 
In planning manpower resources, the first step is to study the 
human resources potential. The second step in the planning 
process is to reorient investment in human capital in such a 
fashion so as to ensure that the country is able to realise its 
social, political and economic goals without sacrificing the human 
values. While developing human resources, it is essential to take 
into account the impact of total environment on the different age 
groups that is possible to determine. The optimum conditions for 
development may be grouped as follows: 
(a) Service of human responses on existing environmental 
systems. 
(b) Pilot project and specific studies in regard to problems of 
unemployment, under-employment, labour market service, 
preparation for jobs and bridging the work's transition from 
school to job (including technical and formal educational 
systems). 
On the basis of the study and survey plans, the planning 
programmes and schedules are established and weaknesses in the 
systems are corrected. The availability of technical knowledge has 
to be combined with general educational system taking into 
account the changing pattern of occupation. 
Planning Commission and Manpower Planning 
In the Third Five- year plan; the planning Commission of the 
Government of India highlighted the objectives of any planning 
process for the common good of the citizen. They pointed out that 
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as the planning process develops, "there is a certain rhythm of 
expansion in the development of the people and the sense of 
enterprise and achievement comes to them." They are conscious of 
a purpose in life and have a feeling of being participants in the 
making of history. Ultimately, it is a development of the human 
being and human personality that counts. Although planning 
involves investment, even more important is the investment done 
by man. 
In India, as in the other economically less developed 
countries in the world, manpower planning has taken the form of 
identifying manpower inputs requiring some details in respect of 
the skills involved, the numbers needed and their distribution over 
time. 
Account has then to be taken of the types of training 
required to produce the necessary skills, the number of 
institutions to be set up for the purpose, the time needed to set 
them up including building, equipment and personnel, and the 
time taken to train the staff needed for these institutions as also 
the time needed to set up institutions for training the trainers. 
Failure to take action in the field of supply, in advance of the 
emergence of the final demand, will bring about imbalances in 
manpower equations and lead to bottlenecks, unemployment and 
shortfall in output. Advanced planning is thus an integral part of 
the essence of manpower planning 
In estimating the demand for manpower identifiable 
characteristics influencing the development process may provide a 
methodology for arriving at an accurate measurement. Specific 
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programmes are drawn up and norms are established by linking up 
investment and production targets with manpower requirement. 
Manpower is estimated on the basis of the established programmes 
and broken up into various groups such as unskilled, semiskilled, 
skilled, foremen, engineers, staff and line managers, chemists etc. 
In estimating the total number, certain amount of wastage of 
manpower is taken into account. 
Manpower planning must also take into account the pattern 
of education system in a country, and how much talents are 
available in the country itself that can fill the various billets of 
skill, technical and managerial personnel. If there is inadequacy 
of technical education the programme must plan to develop 
technical institutions and an emphasis on reorientation of higher 
secondary education must be laid for career-oriented programmes. 
For better utilisation of manpower resources it is equally 
important to give attention to an equitable distribution of the 
available talents. There may be over-all surplus of certain 
categories of personnel in a region whereas there may be a 
shortage for the same category of personnel in the other region. 
Mere employment opportunities will not induce the required 
personnel mobility. Special attention may have to be paid towards 
housing, recreational and other social amenities, including 
incentives. 
Manpower planning at the national level may be drawn up on 
a phased basis on the following lines: 
(a) Estimated requirements of personnel to fill in the estimated 
vacancies of engineering, scientific and administrative 
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personnel in the public sector enterprises, vis-a-vis the 
available resources within the country. 
(b) Estimated requirements of skilled, highly skilled and 
semiskilled and operatives in the public sector enterprises 
vis-a-vis availability. 
(c) Estimates of over ages or shortages of manpower in different 
occupations for the period under review. 
(d) A survey of effective employment, unemployment and 
underemployment of manpower vis-a-vis the requirements 
estimated above. 
(e) Development of national planned programme of expansion 
and other measures for corrective action particularly to 
reduce the incidence of unemployment and under-
employment. 
Such studies can be undertaken on a phased basis taking 
their financial year as the base for a period of 2/3/5 years. A short 
period study of manpower will give a more realistic picture rather 
than a long-range planning which may be interrupted by natural 
cause, defence reasons, international situations and other allied 
economic courses. 
Educational Survey 
(a) A study of the patterns of scientific, technical and 
professional education given by various agencies as against 
the planned occupational requirements for the period under 
study. 
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(b) A study of different classes of university graduates as 
against the total availability of jobs in the country with 
particular reference to industries. 
(c) A study of the scholarship and the fellowship programmes 
available in the country vis-a-vis estimated requirements for 
trained manpower. 
(d) A study of the student sent overseas including sponsorship 
vis-a-vis existing and projected vacancies. 
(e) A study of the general trends of students completing higher 
secondary education or studying at the undergraduate level 
and their future absorption in different occupations. 
The planners in India have already instituted such manpower 
programmes and the Education Commission's report will indicate 
the existing trends in India as against the future development 
programmes. 
Population and level of Employment 
Manpower planning is designed to make adjustment of 
supplies to demand more rapid, certain, and successful than would 
occur through reliance on market force alone. "During the world 
war II, in the U.S.A as well as in a number of countries in Europe 
manpower planning was developed at the national level to enable 
the workers to adapt themselves to the various jobs arising out of 
the technological advance and war time necessity. During the 
post-war era there was an acute shortage of labour manpower 
planning to fit in with the national developmental programme". 
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Broadly speaking the objective of manpower planning is to create 
maximum employment opportunities, increased productivity and 
enhance the purchasing power of the people. Even in the United 
States a significant step was taken towards comprehensive 
manpower planning. In 1962, the United States Government 
enacted the Manpower Development Manpower Training Act. 
In the underdeveloped countries such as India where there is 
an abundance of manpower, manpower planning assumes a more 
important role as the pace of economic development must be at a 
considerably faster rate than the countries, which are already 
economically well developed. In planning such developments the 
country will have to ensure that the creation of wealth does not 
result in the concentration of wealth amongst few rich men and 
that the advanced knowledge of science and technology can be 
applied to the best advantage of the common man. 
The growth of population affects the employment levels. 
High growth rates of population warrant the acceleration of non-
economic activities such as national health programmes, social 
welfare activities, housing, education and transport problems and 
the like resulting in the diversion of national resources to nation 
building activities at the cost of investment in productive spheres. 
The Government of India, appointed a scientific manpower 
committee in 1947. The Government terms of reference stated that 
the committee should recommend to the Government the 
formulation of appropriate policies after analysing and assessing 
the scientific and technical manpower required in India for the 
next ten years. The report of the committee analyses the trend of 
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relationship between the scientific and technical manpower and 
the projected productive activities on a national basis. It also 
highlighted the necessity for reorganising the training facilities 
for the scientific and technical education in selected Institutions. 
Manpower and the First Five-year Plan 
In 1951, the first five-year plan recognised manpower 
planning to match other resources in a balanced way. Manpower 
was also given recognition as a key economic input. The planning 
highlighted the necessity for speeding-up the technical education 
in order to keep pace with rapid industrialisation. The principal 
problem was to collect, correlate and disseminate information 
regarding the manpower resources, evaluate types of skill required 
to match the need for industrial requirement, and to organise an 
efficient employment service with particular emphasis on the 
utilisation of idle population. It is in this context, they suggested 
the expansion of engineering, medical and technical education 
including the establishment of business and industrial 
management educational facilities. 
In 1955, a working group of manpower was set-up by the 
Government of India in order to analyse and recommend the 
employment potential of high-skilled manual workers, 
technicians, and professional managers to meet the shortages of 
personnel in the planned period. In estimating the manpower 
needs, the working group analysed the problem of educated 
unemployed and special attention was paid to assess the 
manpower requirements of engineering, supervisory and 
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managerial personnel with special reference to the expansion of 
engineering, scientific and technical educational facilities linked 
with India's growing economic development. For engineering, a 
personnel committee was appointed by the planning commission 
in 1955 to analyse the engineering personnel requirements and 
recommend suitable steps for the utilisation of personnel in the 
technical field. 
In 1956, the central government appointed a cabinet committee of 
manpower with the Prime Minister as the Chairman. The planning 
Commission also set-up a manpower division at the same time. In 1957 an 
informal steering group was estabhshed to advise the Cabinet Committee, on 
an integrated approach to manpower studies and the action to be followed. In 
January 1962, the Institute of Apphed Manpower Research was established. 
The first Chairman was the then Home Minister to the Government of India. 
Inter-alia, the Institute of Applied Manpower Research 
studied the following major problems: 
(a) Research and study engineering manpower project. 
(b) Medical manpower project study. 
(c) Changes in the requirement and the composition of the 
workforce in a period of rapid industrialisation. 
(c) Assessment of agriculture manpower needs. 
(d) The need for training and developmental courses for the 
public and private sector managerial personnel including the 
organisation of such courses by lAMR. 
The magnitude of un-employment problem in relation to manpower 
planning will be evidenced by the fact that at the beginning of the first five-
year plan, our backlog of unemployment in India was estimated as 5 million 
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people. At the end of second five-year plan the total unemployment amounted 
to nine miUion people. At the end of the third five-year plan, 16 milUon 
people remained unemployed (although 10 miUion jobs were created during 
the planned period). The fourth five-year plan aimed to create 23 miUion jobs 
but still 15-18 million people remained unemployed. 
Manpower Utilisation and Distribution 
The most important consideration, which influenced the 
planners in the utilisation and distribution of manpower, is the 
forecasting of potential manpower within the context of the 
country's needs. Employment opportunities differ from place to 
place even within a country itself. There may be structural 
unemployment or frictional or cyclical unemployment. There are 
many cases when location of industries may affect manpower 
distribution. On the one hand, the skilled labour may prefer to 
work in big cities, where complexes may face shortage of labour 
force, at least at the initial stages. On the other hand, the rural 
population may have an abundance of untrained labour but their 
cultural pattern may prevent an even distribution of manpower. 
Traditionally, in India, the clerical jobs enjoyed better prestige 
than that of the artisans. The people, therefore, in the middle class 
families may prefer just to have a liberal education, whereas the 
actual need is for more and skilled artisans. 
The magnitude of the problem will be evidenced by the fact 
that in 1966, 3,934 million persons were employed in 11,933 
reporting factories with the productive capital of Rs-75, 478 
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million with an ex-factory value of gross output of Rs.72, 127 
million. 
Indian Approach to the Development of Planned Manpower 
Resources 
During the year 1950 a system was developed by the Indian 
planners to design the details of manpower planning. The first 
approach was to study and forecast the requirements of high-level 
manpower. The planners studied the supply and demand for 
educated and technical personnel as against the industries and 
other project forecasts. The projected requirements of high-level 
manpower were based on long-range for a period up to 15 years. 
The concepts of high-level manpower development forecast the 
need for developing the leaders in the industries and technical 
fields so that there should be adequate trained personnel at the 
top. It was assumed that if the top people can provide the 
necessary leadership, there should not be any difficulty in 
developing middle and lower level manpower supply to meet the 
country's requirements. 
The second approach to long-range manpower forecasting is 
based on an occupation industry Matrix. The technique is used to 
forecast the demand for manpower industry-wise and then the 
occupational demands based on the survey in the major industries 
are crosschecked in tabular forms. In the occupation industry 
matrix approach we assume to develop full employment condition 
on a long-range basis and assess the probable productivity and 
production trends during the planned period to arrive at the 
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estimated figure for the occupational requirement. In fact a 
dictionary occupation-wise has been developed in India for 
matching terminology for the same occupation in all the industries 
in India. 
The third approach relates to multifactor analysis of 
occupational structure. "In this method, establishments are studied 
to explore the relationship among occupational composition size 
of establishment, technology, I-level of production etc. Forecast 
is made for the probable characteristics of establishments in a 
given industry at certain future period, e.g., 5-10-15 years and 
occupational structure is projected. 
National Manpower Planning and its Impact on Industries 
For generations together people have planned their careers. 
The eligible employees succeeded in getting jobs probably suited 
to their qualifications and as such it may be questioned as to why 
the state should step into the picture and regulate labour supply to 
meet the change in needs in demand instead of leaving the same to 
individual actions. 
Manpower planning at the national level is a co-operation 
effort in a free economy to accelerate the growth and development 
of industry in a country like India. It is noteworthy that our 
population is growing very fast, and the pressure on the land is so 
intensive that unless the country can create more wealth and 
purchasing power by developing economic pace, it will be 
difficult for the citizens to enjoy a better living. In spite of all the 
planned programmes we have a very large unemployed or under-
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employed population. It is difficult for a democratic government 
to leave the problem merely to the adaptation of supply to demand 
on the basis of market forces. 
A proper manpower national planning also helps the people 
in the placement of jobs in different areas of the country requiring 
mobility and acquiring the job openings with the aptitude of 
workers. If the national planning is done on a realistic basis and if 
it is able to provide required information, guidance for training 
and placement, it will certainly help the country to reduce the 
wastage of manpower and to increase the productivity and 
economic growth. 
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Chapter 3 
An Overview of India's Aluminium Industry 
This Chapter is devoted to the study of organisational stincture and the 
manpower planning of India's Aluminium Industries. The study is made on 
the three Aluminium Industries i.e. Nalco, Hindalco and Indal. 
Aluminium Industry - An Overview: Aluminium, although not in its 
metal form, is actually one of the first materials put to use by man. In 5300 
BC, it was observed that the best clay for making potteries is one, which 
contains hydrated aluminium silicate. Similarly, use of alum, which is also a 
compound of aluminium, as dyes, chemicals and medicines started as early as 
in 2000 BC. But diis " Metal of Clay" remained only as a curiosity till early 
19* century. Aluminium, which is most abundant metal in earth's crust was 
first separated as a metal in the year 1825 and since then aluminium has never 
looked back and after the discovery of Hall-Herault process in 1886, 
aluminium gradually became the metal of common man. Within a short span 
of slightly more than a century, aluminium has risen to prominence fi-om 
obscurity. Its global production has risen from 13 tons to more than 23 
million tons. At present, in terms of production and consumption, aluminium 
is second to steel only. But it has more profound and far-reaching influence in 
stimulating industrial and economic developments. 
Aluminium is already set to play a key role in the progress of industrial 
development in India because it serves as a basic input for a number of 
industries apart from its use as a strategic metal. In every day life, one finds 
aluminium in large number of apphcations. Starting from household utensils, 
it has made its way high up into the space. Aluminium is indeed a very 
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versatile metal and can be termed as a "Metal of Opportunity" with a host of 
areas and methods of application. 
This " Wonder Metal" is Ught, ductile, good conductor of heat and 
electricity, nonmagnetic, nontoxic, durable and decorative. It can be alloyed 
with copper, magnesium, zinc, sihcon, manganese, etc. to form various kinds 
of rolled products, extrusions, castings and drawn products. Aluminium is 
environmentally so friendly that it can be called " Green Metal" also. Over its 
life cycle, aluminium is more an energy saver than an energy consumer as 
often it is accused of With all these virtues, it has right to become the Thrust 
Non-Ferrous Metal of the future and to be called "Metal of the Millennium". 
Global Status 
Over the past 20 years tiiere have been substantial regional changes in 
primary aluminium production. Although USA is the largest primary 
aluminium producer followed by Russia but most of the recent growth in 
aluminium industry has come from the developing countries. At present, the 
world smelter capacity for primary aluminium is around 21.5 miUion tons / 
year. The production in the year 1999 was 20.65 million tons. The production 
during 1999 in North America and Asian region has been 6.17 milhon tons 
and 1.97 milhon tones, respectively. Production of secondary aluminium has 
also grown steadily due to less energy requirement, lower environmental 
pressure and cheaper in cost compared to production of primary aluminium. 
The LME price, which was showing upward trend till 1990 fell steadily from 
USD 2000 per ton to around USD 1250 per ton in 1998.The prices improved 
thereafter and it was around 1680 USD per ton in January 2000 but it is not 
expected to rise very significantly. However, the demand for aluminium is 
forecast to pick up in coming decade due to world economic growth. The 
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Asian region is becoming increasingly important, as its share of world 
consumption has gone up from 20% in 1980's to 35% at present. Three main 
end use sectors for the use of aluminium are transportation, packaging and 
construction. 
Demand for bauxite and alumina is largely dependant on trends in 
aluminium sectors as aluminium smelters consume around 80% of bauxite 
and over 90% of alimiina. The total world reserves of bauxite are estimated to 
be around 40 bilhon tons but confirmed reserves of metallurgical grade is 
around 28 bilhon tons. About 50% of the world's bauxite reserves come from 
the developing countries like Guinea, Brazil, India, Vietnam, Jamaica, etc. 
while Austraha alone accounts for more than 20% of the world deposits. 
The alumina refining capacity of the world has increased from 36 
miUion tons in 1980 to 51 million tons in 2000 and at the end of last century 
the alumina production of the world was around 45 milhon tons.^  The major 
alumina producing countries are Australia, USA, and Jamaica, which account 
for nearly half of the world production. The latest developments and 
additional alumina refinery by way of Brownfield expansion and Greenfield 
projects are coming up in Australia and Asian regions. It is expected that the 
demand for alumina will increase steadily but a demand supply gap of 3-4 
milhon tons may still remain during the present decade. 
Status of Indian Industry: India entered the field of aluminium 
smelting in 1943 with the setting up of 2500 tons capacity smelter by Indian 
Aluminium Company at Alupuram, Kerala. The production of aluminium 
inl943 was 1292 tons only. But it was after 1960 that aluminium industry in 
l.Nalco Annual Report, 1999-2000. 
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India made a rapid growth when HINDALCO was established and INDAL 
expanded its capacities by putting up more smelters. 
The policy changes for opening up of economy and liberalisation since 
1991 has brought about considerable opportunities for Indian Industries and 
has generated lot of interest by multinational companies to participate in joint 
ventures with Indian companies by way of technology, investment, marketing 
and franchise arrangements. With the present opportunities, Indian 
Aluminium Industry is all set to move towards its vision for becoming a 
global player. Indian Aluminium Industry has already entered the world arena 
and registered its presence in global market after the entry of NALCO's 
Alumina and Aluminium in world market. 
Government of India entered in the field of aluminium production with 
the setting up of BALCO in 70's. However, till 1980, India's aluminium 
production was not sufficient to meet its domestic demand and that there was 
no global presence of Indian Aluminium Industry. In 1981, National 
Aluminium Company in Public Sector was set up as a largest integrated 
Alumina -Aluminium plant in Asia. It is only after NALCO came up in 1987 
witihi its world-class alumina and metal capabihties Aat India could enter the 
"Global Arena" in Alumina and Aluminium production. 
Bauxite: Apart from other factors, one of the important factors for the 
development of Indian Aluminium Industry is the availability of large 
quantity of bauxite in India. Bauxite is the only ore, which is being used 
worldwide for the extraction of alimiina and India is endowed with the large 
bauxite deposits of good quality. Presently, India ranks 5 witii estimated 
bauxite reserves of about 3,000 million tons, which is nearly 7.5% of the 
world's total bauxite reserves of 40,000 million tons. Major bauxite deposits 
of the world are given in Table 3.1. 
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Table 3.1: Major bauxite deposits of the world 
(in million tons)'* 
SI. No 
1. 
2. 
3. 
4. 
5. 
6. 
7. 
8. 
9. 
Country 
Guinea 
Australia 
Brazil 
Vietnam 
India 
Jamaica 
Indonesia 
Venezuela 
Cameroon 
 Bauxite Deposits % Share 
9100 
8080 
4000 
3300 
3035 
2000 
1760 
1150 
1030 
22.8 
20.2 
10.0 
8.2 
7.6 
5.0 
4.4 
2.9 
2.6 
* Source: 19"" Annual Report for the year 1999-2000 
Table 3.1 shows that India stands on fifth position in bauxite deposits 
widi total of having 3035 million tons and share of 7.6 %. In India, mining of 
bauxite is mainly done for producing metallurgical grade alimiina. Bauxite 
mines in India are open pit type and the present mining capacity is around 5 
million tons per year. Thus, India contributes about 7.6 % of the total bauxite 
production of the world. With the proposed Brownfield expansion of alumina 
plant by NALCO and coming up of 100% EOU Greenfield Alumina Plants by 
other entrepreneurs, the bauxite mining capacity of India will be more than 10 
milhon tons per year in the next ten year or so. 
Alumina: Alumina is an intermediate product obtained fi-om bauxite 
for the production of aluminium. Many developing countries, which are 
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having plenty of bauxite reserves and are having high cost of power 
generation prefer to produce alumina as value added product for export 
purpose rather than exporting bauxite. On the other side, the countries having 
cheaper energy availabihty want to import alumina for their smelter instead of 
bauxite so as to reduce tonnage and transport problem. As such. International 
trading of aliraiina has increased in tiie last two decades. Demand and price of 
alumina in International market more or less follow the trend of the metal. 
The production of alumina in India started in 1945. Since then the 
capacity of the same has increased from 4,000 tons to 2.0 milUon tons at 
present. Presentfy, there are five alumina producers in the country and all 
others except NALCO are having their alumina capacity matching to the 
requirement of their smelters. NALCO is the only Company, which has 
planned production of alumina for the export purpose. Some other producers 
also export alumina only when their smelting capacity is not fiiUy utilised. 
The present installed capacities along with the expected growth/ expansion of 
alumina production capacities in India are given in Table 3.2. 
Table 3.2: Present & future capacities of Indian Aluminium Plants'^  
(in* 000 metric tons) 
ALUMINA 
Company Present Planned Total 
BALCO 200 
NALCO 1050 
HINDACLO450 
INDAL 388 
MALCO 60 
Other Greenfield 
Projects — 
Total 2148 
— 200 
525 1575 
450 
388 
60 
2000 2000 
2525 4673 
Present 
100 
230 
242 
117 
25 
— 
714 
ALUMINIUM 
Planned 
-__ 
115 
100 
— 
— 
— 
215 
Total 
100 
345 
342 
117 
25 
— 
929 
52 
• Source: 19* Annual Report for the year 1999-2000. 
Table 3.2 shows the capacities of Aluminium Plants before the 
acquisition of Indal and Balco. Here, the Hindalco's position is third in 
respect of the capacities of Aluminium Plants. 
India is contributing to the extent of 4% in the world alumina 
production while NALCO's Brownfield expansion will increase its alimiina 
plant capacity from 1.05 million tons to 1.575 milUon tons. It is expected that 
two more 100% EOU Greenfield alumina plants with the capacity of 1 
million ton each will come up soon in India. Some minor expansion is also 
expected in other plants. With this, India will produce about 4.5 miUion tons 
of aluminium thereby increasing its share to 10-12% in the world market. 
Alumimum: Presently, there are five operating companies in the field 
of aluminium smelting in India. Out of these, three are in the private sector 
while the remaining two are in the pubhc sector. Every Company in India has 
obtained smelting technology from different sources like Alcan, Kaiser, 
Montecatini, VAMI and Pechiney and then modernised and upgraded it to 
suit their requirements. The present installed capacities of aluminium smelters 
in India are 7.14 lakh tons. Brownfield smelter expansions of NALCO / 
Hindalco and others are in progress, which is expected to take tiie aggregate 
capacity of about 9,29,000 tons by the year 2003 AD. Although, capacity 
utilisation has been low during the past few years but it has improved 
progressively over the years with the installation of captive power plants. 
With the production of 6.18 lakh tons during flie year 1999-2000, India has 
contributed approximately 3% to the world's primary aluminium production. 
Apart from primary aluminium, the secondary aluminium contributes to 
the tune of about 30% of the world's aluminium requirement. In India, except 
for small capacity of 25,000 tons of INDAL, we do not have any organised 
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sectors for the secondary aluminium production and, consequently, there 
exists a good scope for the development in this field. 
Demand And Supply Scenario 
The world consumption figure of aluminium shows an upward trend 
and it is expected to rise at a growth rate of about 3-4% per year. This may 
ultimately lead towards building up of additional production capacities in the 
world. The consumption of aluminium in India is also expected to grow at a 
rate of 7-8%. The changes in the Indian economic and industrial poUcies have 
given a boost to the exports. All these have helped Indian aluminium industry 
to grow. Although share of eduminium fi-om India in the International market 
is small at present, the country's export performance since 1982 has been 
increasing continuously. Apart fi-om aluminium, India is exporting alumina to 
the tune of 6.5 lakh tons per year and with the Brownfield expansion of 
Hindalco/ NALCO and coming up of new 100% export oriented alumina 
production units, India is likely to export about 2.0 milhon tons of alumina 
per year by tiie end of this decade. 
Consumption pattern 
The pattern of consumption of aluminium in selected countries of the 
world has been shown in Table 3.3. The consumption pattern is different in 
India from other countries because India is mainly a rural based developing 
country and its priority areas for development are electrical, packaging and 
transport sectors. The increased availability of substitute materials has also 
determined the pattern of sectoral consumption in India. The electrical sectors 
use about 35% of aluminium in India due to rural electrification programme. 
On the other hand, due to the developments in transport and packaging sectors 
after 1980's, the use of aluminium in these sectors started growing. 
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Table 3.3: Aluminium sectoral usage across countries* (in percentage) 
Electrical 
Consumer Durable 
Transport 
Building & Construction 
Industrial 
Packaging 
Otiiers 
Total 
India 
35.0 
12.0 
18.0 
6.0 
6.0 
7.0 
16.0 
lOO.O 
Japan 
7.6 
— 
31.5 
25.0 
33.3 
9.7 
22.9 
100.0 
USA 
9.3 
7.5 
20.1 
16.9 
6.9 
35.5 
3.8 
100.0 
UK 
8.6 
7.1 
21.9 
15.4 
8.3 
16.5 
22.2 
100.0 
Argentina 
10.0 
14.0 
14.0 
29.0 
5.0 
17.0 
11.0 
100.0 
* Source: 19*^  Annual Report for the year 1999-2000. 
Table 3.3 shows the different sectoral usage in several countries and the 
comparison shows that these countries are using the aluminium in different 
forms but the total remains the same. It is known that the domestic market 
largely depended on the electrical sectors, which alone account for about 35% 
of the consumption compared to less than 10% in developed countries hke 
USA, UK, and Japan. The consumption in transport sectors in India has 
increased over the years and is around 18%, which compares well with 20-
22% in USA and UK. But the building construction sectors which account for 
around 25% in other countries is only 6% in India. Similarly, the consumption 
of aluminium in packaging and consumer durable segments in India is 7% 
and 12%, respectively, as against 42% (botii combined) in USA. Due to the 
growing consumption in the country as well as development in every sphere 
of life the consumption pattern will change and there is enough scope for high 
value addition. As a result, the prospects of increased aluminium consumption 
in the country seem to be good. The relatively limited consumption of 
aluminium in India is indicated by per capita consumption of about 0.6 Kg 
compared to about 25 to 30 Kg in developed countries like USA and Japan. In 
India, aluminium is used only in about 300 different uses while world over it 
is over 3000 different end uses. Looking to the past trend and consumption 
growth of primary aluminium in India, the demand from domestic market 
looks bright. Considering the benefits to be accrued from increased 
aluminium apphcation and the upswing in general economic conditions the 
outlook for Indian Aluminium Industry is bullish. 
National Alummium Company Limited 
National Aluminium Company Limited (NALCO) was incorporated in 
1981 as Pubhc Sector Company following a major investment decision of the 
Government of India to exploit a part of the large deposits of bauxite 
discovered in the East Coast of India. As a matter of fact India was dependent 
on import of aluminium metal till 1988. With tiie commencing of NALCO's 
plant in 1988, a sea change has taken place in the coimtty, and the country 
became self-sufficient. The total installed capacity of aluminium metal in the 
country is above 6,70,000 tons per annum. Its break-up is as follows: NALCO 
(2,18,000 tons), BALCO (1,00,000 tons), HINDALCO (2,10,000 tons), 
INDAL (1,17,000 tons), and MALCO (25,000 tons). 
The INDAL has operating units as under: 
(a) 2.5 milUon tons per annum. Bauxite Mines at Panchpatmali in Koraput 
district, Orissa. 
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(b) 8,00,000 tons per annum Aluminium Refinery at Damanjodi at Korapur 
district, Orissa. 
(c) 2,18,000 per annum Aluminium Smelter at Angul Orissa. 
(d) 720 MW Capacity Captive Power Plants at Angul. 
(e) For export of aluminium and import of caustic soda. 
In view of its excellent export performance NALCO has been receiving 
CAPEXIL award (Chemical and AlUed Products Export Promotion Council) 
regularly since 1980 and has been awarded Star Trading House status in 1992. 
The updated proposal for the expansion of Bauxite Mines fi"om 2.4 
Million TPY to 4.8 Million TPY and Alumina Refinery fi-om 8,00,000 TPY to 
15,75,000 TPY at an estimated cost of Rs. 1645.89 crore has been approved 
recently. The Board of Directors headed by the Chairman-cum-Managing 
Director and assisted by the whole time Functional Directors in the Areas of 
Projects and Technology, Finance, Production, and Administration manage 
the company. The Executive Director stationed at sites heads the Mines and 
Refinery Complex at Damanjodi and Smelter and Power Plant at Angul. The 
company had ten Directors, six Executive Directors, one Chief Vigilance 
Officer and one Company Secretary. 
As a part of its drive towards becoming an internationally reputed 
company, QuaUty Systems are being upgraded in all units of the Company. 
Alumina Refinery and Smeker Plant have been certified to ISO9002. Actions 
have been planned and initiated for ISO9002 certification on Captive Power 
Plant and Bauxite Mines, during 1995-96 for international recognition by 
upgrading into Quality System. Since its inception NALCO has adopted 
computerisation for its production facilities and commercial activities. The 
computerised mine planning and microprocessor based process controls were 
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the first steps in this direction in pursuing improvement in the computer 
culture in the organisation-training course for the users' department and 
Senior Manager. 
Human Resources of Nalco 
Table 3.4: Manpower strength as on 31/03/ 2000 is as follows: 
Category As on As on 
31.09.2000 31.03.99 
Executive 1520 1424 
Supervisor 801 841 
SkiUed/Highly skilled 3032 3028 
Unskilled/Semi skiUed 1164 1175 
Total 6522 6468 
Source: 19*^  Annual Report for the year, 1999 - 2000. 
Table 3.4 shows that there were around 6522 employees working at the 
National Aluminium Company in different categories i.e. in Executive, 
Supervisors, Skilled / Highly Skilled, Unskilled / Semi skilled. Out of 6522 
employees as on 31/03/2000, (according to the company annual report) 56 
Persons with Disability (PWD) were employed in identified posts (Blindness 
or low vision - 09, Hearing Impairment - 02 and Locomotors disabihty or 
cerebral palsy - 45). Thus, 0.86 % belongs to persons with Disabihty in the 
Company. In line with the organisation's poUcy of infusing fi-esh blood into 
the mainstream, 55 Graduate Engineer Trainees and 52 non-executives were 
recruited during the said period. 
In Nalco, the human resources are the principal assets to operate and 
maintam the diverse, complex and highly automated plants, equipments, and 
facilities. The total manpower strength is shown in the Pie-diagram 
Fig. 3.1: Pie-diagram 
Manpower Strength 
801 
1520 ^ ^^^^^k ^ ^ ^ ^ ^ ^ V 3Q32 
1164 
• Skilled/ Highly skilled • Semi skilled/ Unskilled 
D Executives D Supervisory 
The above pie-diagram (Fig. 3.1) shows that the National Aluminiimi 
Company had a maximum strength of Skilled / Highfy Skilled of 3032 
manpower. Second number comes in the Executive class where the manpower 
strength goes to 1520. Third nimiber is of Semi-Skilled / Unskilled which has 
a total strength of 1164. Fourth section of the pie-diagram shows that die 
lowest number of manpower in the area of supervisory level is 801. 
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Table 3.5: Executive profile of Nalco 
Executive Resource Profile 
Engineering 
Civil: 
Chemical: 
Electrical: 
Engineering Services: 
Instrumentation/Elec 
tronics: 
Industrial 
Engineering: 
Mechanical: 
Metallurgy: 
Mining & Geology 
R & D : 
Refractory/Ceramics: 
51 
65 
120 
; 55 
77 
11 
331 
133 
18 
19 
06 
Safety ^^^ 
Environment: 
General Management 
Administration: 
Corp. Communication: 
Corp. Planning: 
38 
08 
03 
Company Secretary/Q. 
Share Registry: 
Documentation: 
Finance: 
Horticulture: 
HRD: 
Law: 
Marketing: 
Medical: 
Rajbhasha: 
Secretarial Services: 
Stores, Purchase 
Taxation: 
Time Office: 
TQM: 
Transportation: 
Vigilance: 
02 
92 
05 
63 
05 
47 
46 
05 
34 
&92 
03 
10 
06 
10 
Source: www.nalco.com 
Table 3.5 shows the executive profiles of Engineering as well as of 
General Management. In the opinion of management of National Aluminium 
Company, the manpower resources are more significant tiban the capital and 
raw material resources particularly for a rapidly developing economy. Growth 
of the economy is depending upon the skills, attitudes and perspectives of its 
managers. Despite this, in many developing countries Uttle attention has been 
paid to the manpower needs. This is according to the management of National 
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Aluminium Company. This is due to the fact that any forecast of the 
manpower requirements by an organisation is conditional upon a number of 
factors beyond its control such as the "uncertainties about the governmental 
approval or expansion plans, diversification into new product lines, imports' 
hcenses for the capital goods and essential raw materials, etc." Despite these 
constraints, long-term manpower planning by individual organisations is 
considered highly essential by this company. 
Training and Development 
One of the primary objectives in the area of HR has been to provide, 
effective, job-based as well as developmental training inputs to our people. To 
that effect, the company's approach has been two-pronged; one, to reinforce 
the desired behavioural traits and job skills by exposing employees to specific 
tailor-made training programmes on continual basis and secondly, to take 
fi-esh initiatives by organising the training programmes in new areas. Whereas 
employees are sponsored for in - house, external as well as foreign training, 
the thrust has been on developing capabihties. In this context, in-house 
training programmes are organised at the respective Training Institutes at the 
Units and Corporate Offices. The HRD Centre of Excellence set-up at the 
corporate office addresses training needs not only of the company but also 
that of organisations in contiguous areas, enabling it to operate as a profit-
centre. During the current year, 16629 man-days of training were imparted 
covering 5300 employees under various training programmes. 
Along with the extensive coverage of employees, the thrust has also 
been on focussing on new thrust areas like Emotional Intelligence, Neuro 
Linguistics Programming, etc. Programmes have been initiated to develop the 
skill of SC/ ST employees after an extensive pre-programme survey. 
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Exposure of senior executives to quality management, strategic planning, 
human process lab, behavioural training for all the executives, cross -
fimctional training for areas like materials, HR, speciaUsed training for the 
Trade Union leaders and the productivity missions to organisations of repute 
are some of the other efforts to train and develop the manpower. 
Presidential Directives on SC and ST Employees 
In line with the Presidential Directives, measures to improve the 
representation of SC/ST communities in employment of the company, 
continued. As on 31/03/ 2000, there were 1099 employees belonging to the 
Scheduled Cast, 1188 employees belonging to the Scheduled Tribe and 509 
employees belonging to the other Backward Classes out of 6522 employees 
including trainees. Thus, 16.85% of employees are SC, 18.21 % are ST and 
7.8 are OBC. In addition, the total niraiber of women employees in the 
company stands at 253. 
Other HR Initiatives 
For the last three years, the company has been organising the HRD 
Meet- a platform to share experiences with other organisations as well as to 
enrich HR awareness among the employees. The 3^  HRD Meet was held on 
11 March 2000 with the theme of 'Humanising HR'. As in other years, a 
number of competitions like Poster, Case Study, Theme Paper, Slogan, Quiz, 
Role Play etc, were held among the employees. Team presentations were 
made by NTPC, HINDALCO, and NALCO. Distinguished personahties from 
industry and academics spoke on the occasion and there was widespread 
participation from various companies. In order to inculcate the spirit of 
learning in the organisation, a one-page handout on various aspects and 
issues in HR, known as 'HRD for You' is brought out on a monthly basis. 
HRD talks are arranged from time to time on the issues of interest to the 
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employees. Organisational diagnosis being the first step to many a remedy, a 
study on the work culture in the Smelter was undertaken by the Nabakrushna 
Chowdhury Centre for Development Studies, Bhubaneswar. In this the study 
has aimed to identify, analyse and explain the nature and dynamics of work 
culture in terms of work related values, organisational climate and employee's 
orientation. Also, an Open Forum Efficacy Survey has been undertaken 
during the year to analyse the need for holding such a forum in various units. 
Industrial Relations Scenario 
Under the early factory system, the worker was looked upon as a 
commodity, which could not be easily secured but also replaced. The attitude 
was that of considering the supply and demand position as in the case of a 
commodity. As the employer was in a dominating situation, he dictated both 
the wages as well as the conditions of service of the workers resulting in 
many industrial and social ills such as low wages, unduly long hours of work, 
poor working conditions and persecution of trade union activity. The plight of 
the workers was miserable, not only in India but in other countries such as in 
United Kingdom and other European countries. The Indian working class was 
denied for a very long period of time the right to organise itself in unions. It 
was in 1926 that the Indian Trade Union Act was passed which gave the right 
to form unions. However, the Industrial Dispute Act followed this in 1947, 
which provided permanent machinery for the settiement of disputes such as 
workers committees, conciUation officers and iadustrial tribunals. 
The main cause or source of poor industrial relations has been resulting 
in inefficiency and labour unrest in mental laziness on the part of both 
management and labour. Management is not sufficientiy concerned to 
ascertain the causes of inefficiency and unrest following the laissez-faire 
policy, until it is faced with strikes and more serious unrest. Even with regard 
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to methods of work, management does not boflier to devise the best method 
but leaves it mainly to their subordinates to work it out for themselves. 
Contempt on the part of the employer towards the workers is another major 
cause. However, the following are the causes of poor industrial relations: 
(a) Mental inertia on the part of management and labour. 
(b) An intolerant attitude of contempt towards the workers on the part of 
management. 
(c) Inadequate fixation of wages or wage structure. 
(d) Unhealthy working conditions. 
(e) Indiscipline. 
(f) Lack of human relations skills on the part of supervisors and other 
managers. 
(g) Desire on the part of workers for higher bonus or DA and the 
corresponding desire of the employers to give as little as possible. 
(h) Unduly heavy loads; 
(i) Inadequate welfare facilities; 
(j) Inter-union rivakies; 
(k) General economic and poUtical environment, such as rising prices, 
strikes by others, and general indiscipline having their effect on the 
employees' attitudes. 
Atmosphere at National Aluminium Company 
Employer-employee relation in the company continued to be by and 
large cordial and harmonious. Believing in the philosophy of participative 
management, employees at all the levels are interacted through the various 
statutory and non-statutoiy committees. In spite of multi-unionism, with 
variety of affihations to Central Trade Union Organisations, effective 
64 
communication is held with internal leaders with mutual trust and openness. 
Trade Union Leadership programme is also conducted for the office bearers 
of various trade unions, besides sending employees in teams on industrial 
missions. 
Peripheral Development 
The company had also contributed towards socio-economics' 
development of the area in and around its centre of operations and corporate 
office at Bhubaneshwar. During the year, the company had spent an amount 
of Rs. 1.25 crore on various programmes like development of infirastructure in 
rural areas such as roads, Ughting, providing drinking water faciUties, 
development of school buildings, sanitation, promotion of rural sports, etc. 
Contribution to Super Cyclone Relief and National Defence Funds 
In the wake of the super cyclone that devastated the coastal belt of 
Orissa, the company, as a concerned corporate citizen rose to the occasion 
and extended a variety of support through various government agencies to 
carry out the rehef and rehabiUtation works in the affected areas. The total 
contribution fi-om the company was Rs. 1.14 crore (employees contributed 
Rs. 0.18 crore). Technical assistance was provided to M/s. PPL just after 
super cyclone in normalising Emergency DG power by synchronisation of 
two existing DG sets, thereby preventing discharge of ammonia gas to 
atmosphere. Prior to that, during the Kargil war, the company also donated 
Rs. 1.18 crore to the National Defence Fund (employees contributed Rs. 0.18 
crore). In both the cases, NALCO collectively donated one day's salary 
amounting to Rs. 0.36 crore. 
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Environmental Management 
The rapid industrialisation in the 20 century has brought its harmful 
effects on the environment, which is passed on to the 21* century as a curse 
on the human civilisation. The sound environmental performance not only 
enhances the prestige of the company as eco-friendly, but also its products 
find greater acceptability in International markets. Good environmental 
management practices also lead to conservation of raw materials and energy, 
as well as minimisation of waste and its recycling, which results in better 
financial performance and profitabihty. This company is among the few such 
companies, which are comomitted to sustained actions for protecting the 
environment and it is reflected in its corporate environment policy. The eco-
friendly technologies adopted have substantially taken care of generation of 
pollutants source. The company has already spent over Rs. 200 crore on 
equipments and faciUties for the treatment of effluents and emissions, for 
reducing noise level and disposal of wastes like red mud and fly ash. Various 
steps have been taken towards utiUsation of waste, treating and recycling of 
wastewater. The pollution control units, installed at a cost of Rs. 1.8 crore at 
CPP, Angul, to purify 65 miUion litres of water overflowing from title ash also 
improving its performance in recycling of spent anodes. 
As a responsible corporate citizen, the company is giving top priority to 
healthy working conditions at a work place. Periodical health surveys are 
being conducted among the employees. Occupational Health Centres have 
been set up to keep a close watch on occupational health aspects of the 
employees. Occupational Health Centre of Sand P complex, Angul, has 
received the State Award. A number of experts' studies have been conducted 
to assess the environmental impact in and around the plant areas, and plan 
corrective actions wherever necessary. The company had also started 
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pisciculture in one artificial pond created by harvesting rainwater and a biogas 
pilot plant was installed by using canteen waste. Over 6 million trees, 
covering more than 3000 hectares, have been planted to provide green cover 
at plant areas and townships. The company's track record in environment 
management is commendable. Recently, the company had received the 
prestigious Indira Priyadarsbini Vrikshamitra award, the highest honour of the 
Government of India, in the field of afforestation and wasteland development. 
Vigilance Department of NALCO 
The vigilance Department of the con^any is continuing with past 
endeavour, devoted considerable attention towards prevention of corruption. 
Preventive vigilance activities were thus restructured by means of identifying 
the activities in major areas into four categories. Operations/ transitions 
involving high value and high vigilance vulnerability have been given highest 
priority in plaiming and execution of vigilance activities. Low down in order, 
attention was further apportioned among the areas falling in low expenditure 
and high vigilance vulnerabihty, and low expenditure and vigilance 
vulnerability. Efforts are now being made to bring about better vigilance 
awareness among die executives. Periodical meetings at the appropriate levels 
helped in tackling problems in key areas of concern. 
Brief History of Hindalco 
Hindalco Industries Ltd., is one of the major producers of Primary 
Aluminium Metal and semi-fabrications in the country, is the biggest 
industrial enterprise of Uttar Pradesh. It is a pubUc limited company in the 
private sector having about 39000 shareholders. It is the largest integrated 
aluminium plant in India with all its production faciUties, viz. alumina, 
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aluminium and fabrication located at Renukoot near Rihand Dam in 
Sonbhadra (U.P). The company was incorporated as Hindustan Aluminium 
Corporation Ltd. on December 15, 1958 under the direction of late Mr. G. D. 
Birla in collaboration with Kaiser Aluminium and Chemical Corporation 
("Kaiser") of the United States. In September 1959, an industrial Ucence was 
granted by the Government for setting up an integrated ahunimum plant at 
Renukoot. The company commenced its production in 1962 with an initial 
installed capacity of 20,000 tons per annum ("TPA") of primary aluminium 
metal, together with an alumina plant of matching capacity. At present, the 
company has aluminium production capacity of 242000 tons of aluminium 
per annum (TPA), alimsina production capacity of 350,000 TPA and a 350 
MW power plant that, under ordinary operating conditions, supplies 
substantially all of the company's electricity requirement. The company's 
operation is vertically integrated, which include bauxite mining, refining 
bauxite into alumina, smelting alumina into primary aluminium 
manufacturing semi-fabricated aluminium products and power generation. A 
brief account of the milestones of progress is given in y^pendix, A-1. 
The shares of the company were first listed on the BSE in 
1960. Hindalco's manufacturing facilities are located at Renukoot, 
in the state of Uttar Pradesh, approximately 150 miles from the 
main bauxite mines operated by the company. Renukoot is a fast 
growing and thriving Industrial Township, which is now humming 
with activities and providing all the basic amenities of modern 
life to the inhabitants, was once a wild and desolate jungle 
infested by animals. From being one of the most backward areas 
of Uttar Pradesh, it has now carved out a place for itself on the 
industrial map of India and the world. Lying in the foothills of 
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Vindhya Range, Renukoot is about 160 Kms from Varanasi and 
154 Kms from Mirzapur. Beautiful roads coming through green 
forests and hills connect this industrial township with Varanasi 
and Mirzapur. Hindalco supplies a wide range of products and 
services. A brief account of the activities is given below. 
Business Sector 
Hindalco Industries Limited, a flagship company of the Aditya Birla 
Group, with a turnover of about Rs. 18 bilUon, ranks among India's top 10 
companies (in terms of market capitaUsation). Hindalco is the leading private 
sector aluminiimi producer in India and amongst the lowest cost producers of 
aluminium internationally. It has an aggregate turnover in the range of Rs. 
25,000 crore, with 40 companies operating in sixteen countries across the 
globe. 
Product Range: Primary Aluminium, Rolled Products, Extrusions, Foil, 
and Aluminium Alloy Wheels. 
Aluminium has been and continues to be one of the core businesses for 
the Group with enormous growth potential. Indal's strength in Alumina and 
downstream products would ideally dovetail with Hindalco's strong presence 
in metal. Presently it is tiie largest integrated primary producer of aluminium 
and semi- fabricated products with captive power source having the following 
capacities: 
• Alumina Refinery with a capacity of 450,000 MTPA 
• Aluminium Smelter with a capacity of 242,000 MTPA 
• Rolled products with a capacity of 80,000 MTPA 
• Extruded Profiles with a capacity of 13,700 MTPA 
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• Redraw Rod 45,000 MTPA 
• Captive Power Generation 612 MW (inclusive of 37 MW Co-
generation) 
The product range includes Primary Aluminium Ingot, Alloy 
Ingot, Billet, Cast Slab, Wire Rod, Alloy Rod, Sheet Product, 
Extruded Profile and Conform Product. A Foil mill will soon be 
set up at Silvassa (near Mumbai) with an annual capacity of 
5,000MT. 
The company produces and sells two main categories of 
products: Primary aluminium in the form of ingot and billets and 
semi-fabricated aluminium products, such as redraw rods, 
extrusion and rolled items, which are made from the company's 
primary aluminium. Secondly the company's integrated operations 
include Power Generation Capacity of 612 MW and a 450,000 
MTPA Alumina Refinery. Hindaclo's semi-fabrication facilities 
comprise of Rolled Products: 80,000 MTPA, Redraw Rods: 40,000 
MTPA and Extrusions: 13,700 MTPA. The company has opted for 
induction of the most modern technology and has undertaken 
comprehensive modernisation over the past few years. It includes 
commissioning of two Gas Suspension Calciners; a high 
efficiency Fluidised Bed Boiler and Microprocessor based Pot 
Control System. The Rodding Room facilities have also been 
modernised. In the semi-fabrication, a state-of-the art Vertical 
Billet Casting and Slab Casting Facility have been installed. A 
new Rolling Mill has been commissioned and the existing mills 
have undergone a comprehensive modernisation. Hindalco has 
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also installed a Roll Former, a Cut to Length Line, a Rewind Line 
and a Tension Leveler in Rolling Mills. Hindalco products are 
well accepted in the domestic as well as in international markets. 
The company's metal is accepted for delivery under the High 
Grade Primary Aluminium Contract on the London Metal 
Exchange. The company sells primarily in the Indian domestic 
market, which accounted for approximately 90.64% of its sales in 
fiscal year 1998-99. The company has a sales and distribution 
network that covers all of India and include six sales offices 
located in Mumbai, New Delhi, Bangalore, Chennai, Calcutta and 
Renukoot and 82 independent distributors and agents located in 
all of India's major commercial centres. The company has a 
domestic market share of approximately 33%. Exports constitute 
about 10% of the total production. The company is a regular 
exporter and is recognised as a "Trading House" by the 
Government of India. Hindalco is an ISO 9000 Company and has 
also received ISO 14001 Certification for its entire operations 
including the Power Plants and Mines. As a part of its 
diversification programme, a 5,000 MTPA Aluminium Foil Plant 
and Aluminium Alloy Wheel Plant has been set up at Silvassa. 
The company is part of the multinational group of companies under the 
management control of Kimiar Mangalam Birla (The "A.V.Birla Group" or 
the "Group"). The Group, which includes companies in India, Indonesia, 
Malaysia, Phihppines, Thailand and Egypt, operates in a wide range of 
industries including aluminium, viscose staple fibres, rayon fQament yam, 
spongue iron, caustic soda, cement, fabrics and textile, and industrial 
machinery. Hindalco is also examining the techno-feasibihty of a Brownfield 
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expansion at Renukoot. The Aditya Birla Group is India's second largest 
business house and is having: 
• A Turnover of over Rs. 220 bilHon (US$ 4.75 bilHon). 
• An Asset base of over Rs. 163 billion (US$ 3.8 billion). 
• A premier conglomerate of India's leading companies including Grasim, 
Hindalco, Indian Rayon, Indo Gulf and Indal. 
• Leadership position in key businesses widi strong competitive edge. 
Source: www.adityabirla.com 
For over 50 years now, the Aditya Birla Group, has been and continues 
to be committed to the future of India through its quahty products, services 
and commodities and offering total customer solutions reaching out to 
millions in India and globally as well. Its state-of-the-art Manufacturing Units 
and sectoral services span over India, Indonesia, Thailand, Malaysia, 
Philippines, Egypt, Canada, USA and U.K. The Group has trading operations 
in Singapore, Dubai, U.K., USA, Soudi Africa, Tanzania, Myanmar, Russia 
and China. Excellence is the cornerstone of its worldwide presence, the 
common thread that binds a 72,000 strong workforce spanning 40 companies 
across 17 countries. 
A caring corporate citizen, the Aditya Birla Group inherently beheves 
in the trusteeship concept of management. A part of its profits is ploughed 
into meaningful welfare driven initiatives that make a quahtative difference to 
the Uves of a marginalised people. Carried out under tiie aegis of the Aditya 
Birla Centre for Community Initiative and Rural Development, which is 
spearheaded by Rajashree Birla. Anchored in a deeply held set of values, the 
Aditya Birla Group's avowed mission is to deUver value for its shareholders, 
customers, employees and society at large. 
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Leadership Positions 
• Viscose Staple Fibre: Among the world's largest and most cost-efficient 
producers, pioneered production of VSF in India, Thailand, and Indonesia. 
• Aluminium: The world's largest integrated producer of aluminium; also 
among the world's lowest cost producers; a leading player in the Indian 
aluminium market; its export market spans North America, Europe, Afiica 
and Asia. 
• Cement: Third largest producer in India, India's largest and among the 
world's largest producers of White Cement. 
• Carbon Black: World's fifth largest producer, largest producer in Thailand 
and Egypt and second largest producer in India. 
• Insulators: World's third largest and India's largest producer. 
• Apparel/Garments: India's largest branded Apparel Company; brand 
includes Louis Philippe, Van Heusen, Allen Solly, Byford, Peter England 
and San Francisco. 
• Viscose Filament Yam: India's second largest producer; also a market 
leader. 
• Fertihsers: Brand leadership in markets served. 
• Copper: Market leader in India with world sized plant. 
• Petroleum Refinery: Joint Venture with Hindustan Petroleum Corporation 
Limited (HPCL) for a 9 MMTPA crude oil refinery. 
• Power: Joint Venture with Powergen Pic. (UK). 
• Telecommimications: Joint Venture Company with AT&T (USA) aad the 
Tata Group. 
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• Financial Services: Largest private sector mutual fiind in India, Joint 
Ventures with Sun Life Assurance (Canada). 
• IT and Software: Foray into e- learning and e-business with the take-over 
of Learning Bytes International (LBI), a Minneapohs-based 'e-leaming' 
company. Birla Consultancy & Software Services (BCSS), which is 
software arm of the Group, also has a strategic alliance with the Lawson 
Software (USA). 
A detailed Ust of workers as Department-wise is hsted below: 
Table 3.6: Hindalco manpower strength plant-wise 
Name of the Plant 
Alumina Plant 
Fabrication Plant 
Reduction Plant 
Central Store and Notified 
Construction Division 
Total number of Workers 
Total number of Workers 
1108 
1473 
2459 
954 
904 
6898 
Source: As per HR office records. 
Table 3.6 shows that Hindalco is having an overall strength of around 
6,898 workers in five plants i.e. Alumina Plant, Fabrication Plant, Reduction 
Plant, Central Store and Notified, and Construction Division. 
Manpower Planning: The need to anticipate and provide for the fiiture 
manpower requirements has made manpower planning a vital fimction today 
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in the area of staffing or the personnel function. Manpower planning seeks to 
ensure that required personnel possessing the necessary skills are available at 
the right time. Manpower planning at Hindalco is divided in two parts i.e. 
long-term and short-term plans. 
This part of the chapter brings out the aims and objectives of manpower 
planning at Hindalco and broadly outlines a system for carrying out the core 
activities in this function. Therefore, this portion gives a brief account of 
various components of manpower planning system and outlines procedures 
for important activities. As a result of the forecasting exercise a number of 
irtq)ortant activities emerge. These activities have been briefly described. 
Objectives of Manpower Plannii^ at Hindalco: In Hindalco's 
context, the main objectives of manpower planning may be enumerated as: 
(a) Determining the manpower requirements, i.e., quantitatively and 
quaUtatively. 
(b) EstabUshing and maintaining the manpower data unit-wise. 
(c) To continuously monitoring the performance and effectiveness of the 
existing manpower and to make an effort for its improvement. 
(d) To forecast the impUcations of changing environment, technology, and 
poUcy decisions regarding manpower and to recommend suitable 
remedial measures. 
(e) To estabUsh a scientific base for introducing HRD efforts for 
improving the quahty of work Ufe. 
Stages of manpower planning: In Hindalco, the manpower planning is 
divided into three stages. They are as follows: 
In Stage-I, the aim is to analyse, review, and predict sub-fimction-wise 
details of manpower needed by the organisation. These include 
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(a) Short-term objectives and schedules / plans so as to arrive at the 
activities planned for the following two years. Activities, which are 
planned, are related to the master plan. 
(b) Assessing the total manpower requirements for each unit against the 
manpower norms that are formulated and updated as a part of the 
system from time to time and on the basis of man-hour date processing 
system and post-budget review. 
(c) Preparation of manpower inventory (current manpower position), 
which helps to avoid the situation of over and under staffing. The 
company is using many stages for preparation of manpower inventory 
which involves the determination of the personnel to be inventoried, 
cataloguing of factual background information such as level, skill, work 
experience, data of recruitment etc., of each individual, systematic 
appraisal of each individual and listing the present and potential 
abilities and aptitudes of each personnel. 
In Stage-II, the efforts are made to match the requirements with the 
available manpower, and to plan what action will be necessary to ensure 
timely placement of manpower needed. These include 
(a) Determining the future needs of manpower, which is projected on the 
basis of production and sales budgets, workload analysis and work 
force analysis, taking into account the objectives, size, area of 
operation, expansion schemes, technology of production processes, 
future changes in the organisation etc. 
(b) The total number of promotions from the grade within the framework 
of prevalent promotion policy during the period covered under 
planning. 
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(c) Analysing and estimating the absenteeism as well as the rate of loss of 
personnel on account of retirement, resignation, death, disability etc. 
(d) Determining the quahty of manpower with the use of job description 
and job specification on the basis of information collected from job 
analysis. 
In Stage-Ill, an attempt has been made to identify the manpower gap so 
that skills are utilised to the best possible advantage and the legitimate 
aspiration of individuals are taken care of This stage consists of 
(a) Training requirements of fresh recruits and also the retraining 
requirements of the old employees are predicted on the basis of the 
projected gaps in the skills. 
(b) Estimating the expected promotion and training facihties to meet such 
requirements on the basis of performance appraisal. 
In long-term manpower planning, management has sufficient time gap 
to take the necessary steps and make this matching process a calculated 
exercise. This planning covers around five to ten years in respect of 
manpower requirement. Long-range manpower planning aims at working out 
the induction projection by matching the existing manpower strength with 
that of the projected strength. The outcome of this matching is found in the 
form of a gap between what exists and what is aimed at. The manpower 
estimate with respect to recruitment, training, and development are prepared 
on the basis of the various norms, which already exist in this regard. 
In Hindalco, a number of reports pertaining to manpower are made at 
the unit level and sent to the Personnel Department. The nimiber and nature of 
such reports depend upon the requirements, which, in turn, are linked to the 
iC( ~ ^o.' 
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Status of manpower planning activities andspecific thrust areas. Ideally, 
periodic reports are required at the unit and the personnel department to meet 
the needs of external reporting and also to monitor and review the activities 
related to manpower planning to trigger necessary control and development 
measures having short-term perspective. The important reports are classified 
under the following heads: 
(a) Manpower Status Reports 
(b) Monthly Reports on Induction 
(c) Executive Wastage Reports 
(d) Surplus Manpower Reports 
The Manpower Status Reports are prepared by each of the 
manufacturing units. The reports vary from monthly to yearly basis. The unit 
personnel send the report to the General Manager every month. Through this 
report, it gives a brief account of the changes in manpower strength during the 
month. An annual summary of the monthly report on induction, based on the 
previous reports, is prepared in the unit office. Executive Wastage report 
helps to analyse the turnover at various functions in order to take a preventive 
measure. In the surplus manpower report, which is the most important in the 
company, an annual report is prepared showing the status of each unit, is 
forwarded to the corporate office. A summary is prepared at the corporate 
office and efforts are made for their redeployment. 
A Brief Account of IN DAL 
EstabUshed as the Aluminium Production Company in 1938, with the 
country's first sheet rolling mill at Belur (West Bengal). Today, with a nation-
wide network of plants, mines, and marketing offices across the country, 
INDAL holds a leading market position in alumina chemicals, aluminium 
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sheet, foil and extruded products in India. With access to world-class 
technology and e3q)ertise, INDAL has led the way for diverse apphcations of 
aluminiiun in India, as well as eco-fiiendly concepts such as aluminium scrap 
recycling. 
INDAL is a member of the Aditya Birla Group, which holds 74.6% 
equity in the Company. As India's second largest business house witii a group 
turnover of over Rs. 200 biUion, the Aditya Birla Group is a premier 
conglomerate of leading companies including Grasim, Hindalco, Indian 
Rayon and Indo Gulf. The Group holds leadership positions in key businesses 
such as aluminium, cement, copper, petroleum, fertiUsers, viscose staple fibre, 
textiles, power, telecommunications and financial services. All the business 
units of INDAL are ISO 9002 certified and the company's bauxite mines and 
power plants have also attained ISO 14001 Environment Management System 
Certification. INDAL is a pubHc limited company witii about 6,000 
employees and about 30,000 shareholders. 
Organisation structure 
INDAL's organisation is structured with autonomous business 
divisions, each responsible for its own production, technology development 
and marketing, drawing upon centraUsed service fimctions in corporate 
finance, himian resources development, corporate planning, engineering 
projects, materials' management, legal & investor services, information 
technology and corporate affairs. 
The heads of each business and fimction along with the Managing 
Director, Operations, constitute the management committee headed by the 
President and CEO. The management committee formulates strategy, plans, 
and policies for the company and is responsible for implementing the 
company's annual plans and monitoring performance. INDAL's operating 
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businesses are broadly divided into Upstream: Chemicals (including mining), 
Metal & Power; and Downstream: Sheet, Foil & Packaging and Extrusions. 
In Indal, before its takeover by Hindalco, there was no sophisticated or 
detailed manpower planning done covering the current and future needs of the 
entire organisation. In this, different units of the organisation are asked to 
present annually their manpower requirements for the different categories of 
the personnel to a Budget Committee, which consist of senior managers 
including a finance manager. These requirements include a statement of the 
manpower needs during the following financial year, and a tentative forecast 
for the two years thereafter. The budget broadly forms the basis for 
recruitment during the year although specific approval is required to be 
obtained from a committee of the top managers. This committee meets every 
fortnight, for initiating action for filling vacancies. Such approval is required 
for new vacancies. But after taking over Indals, Hindalco, which holds 74.6% 
equity, had made changes in its poUcies. Just a beginning has been made in 
the area of scientific manpower planning. Their scientific manpower planning 
system embraces organisational development, management development, 
career planning and succession planning. The manpower needs of their work 
are determined by the industrial engineering departments and are based on the 
planned activities of each division. Now this organisation has built up a strong 
skilled labour force and a broad supervisory structure over the years, largely 
due to the philosophy, pohtics and attitudes of its top management. 
Indal's concern for the welfare for its employees: 
INDAL's care and concern for its people reflect its business values. 
The INDAL Occupational Health Service (OHS), one of the first in the 
private sectors, was set up at Alupuram, Kerala, and co-spoi^ored by the 
Canadian International Development Agency and Canadian PubUc Health 
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Association as well as the Confederation of Indian Industry. The centre 
provides regular programmes in health care and hygiene; also offering 
consultancy services in occupational health, health information systems to 
other industrial units. Awareness and training in safety have given INDAL a 
track record that matches the world's best in the aluminium industry. 
Commitment to the community 
INDAL, in its efforts to improve the quaUty of hfe, extends a number 
of welfare measures to its host communities viz. promoting vocational 
training, adult literacy and hygiene awareness; providing medical facilities, 
drinking water, sanitation and primary education, and enhancing the 
employment opportunities for the local people through the Vocational 
Education Trust estabhshed for this purpose. 
The INDAL Vocational Education Trust has been set up to enhance 
employabihty of people in economically imderdeveloped areas of Kolhapur 
(Maharashtra), Sambalpur (Orissa) and Lohardaga (Bihar). INDAL also helps 
the local community in setting up various income generating schemes, such as 
dairy cooperatives and mushroom cultivation. Special attention is given for 
the welfare of women and children. INDAL is actively associated with 
'Swayamsiddha', a group working under the Savitribai Phule scheme for 
women's education. 
A well-equipped medical centre, the Rajarshi Shahu Grameen Vikas 
Prakalp, has commenced medical service to the community around 
Radhanagri district in Maharashtra. Future plans include setting up a full-
fledged hospital in Radhanagari, under the guidance of Health Care 
International, Lady Ratan Tata Medical & Research Centre, Mumbai. 
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Related Companies & Joint Ventures: Annapuma Foils Limited: 
Indal acquired a 26.5% equity stake in this company during 1994, through a 
scheme of rehabilitation sanctioned by the Board for Industrial and Financial 
Reconstruction (BIFR). Shortage of working capital has currently impacted 
on the operations of this plant. A revival package, including options to 
simplify structure, ahgn ownership, upgrade assets and synergise operations, 
is under preparation. 
Orissa Extrusions Limited: A joint venture company with the 
Government of Orissa and Hydro Aluminium s.a., with capacity to 
manufacture 6,000 TPA of quahty aluminiimi extrusions was setup. The 
company had been referred to BIFR in September 1998 and has currentiy 
appUed for closure due to the shortage of working capital and problems 
related to mariceting of its products. 
Utkal Alumina International Limited: The proposed alumina 
refinery is to be set up in Doragurha in the Rayagada district of Orissa, to 
produce one milUon ton per annum of alimiina, sourcing bauxite fi-om the rich 
reserves at Baphlimali, in Rayagada, Orissa. Alcan, Canada and Alesa-
Alusuisse, Switzerland are the technical collaborators for this project. The 
revised equity holding stands at Hydro Aluminium s.a. of Norway with 45%, 
Alcan Alimiinium Limited of Canada with 35% and INDAL with 20%. 
A comprehensive Rehabihtation and Resetdement Package forms the 
basis of the Company's Corporate Social ResponsibiUty plan. Land 
acquisition for the first phase of the project has been completed and the Utkal 
Rural Development Society has been formally registered as an independent 
body, to plan and carry out social welfare and community development 
activities on a long-term basis. 
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Indal is concerned about Preserving Ecological Balance 
A clean and sustainable environment through resource conservation 
and protection of the eco-system forms the basis of INDAL's environment 
management system. Electrostatic precipitators and scrubbers control dust and 
keep emissions at minimal levels. Extensive afforestation drives help build a 
greener landscape. Precious resources like water and energy are carefully 
conserved benign mining techniques have done away with drilling and 
blasting. Plant generated wastes are recycled and put to innovative 
appUcations, such as power plant fly ash as a soil substitute for growing 
paddy and vegetables. Not surprising, therefore, that INDAL was the first in 
Asia to receive ISO 14001 Environment Management System Certification 
for its bauxite mines and power plant. 
Quality and R&D 
Research and Development has always been accorded prime 
importance. INDAL's two principal R&D Centres at Belgaum, Kamataka and 
Taloja, Maharashtra are recognised by the Government of India's Department 
of Scientific and Industrial Research. Moreover, every plant is fully equipped 
with its own analytical research centre. The R&D establishments have 
contributed significantly in upgrading manufacturing processes and ensuring 
environment fiiendly operations. But most of all it is the technical expertise 
and skill of INDAL scientists, engineers and technicians that have made the 
difference. These led to earning recognition with an ISO 9001 certification 
for process / product development and ISO 9002 certification for testing and 
analysis. 
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International Trade 
Exports, initially to neighbouring Bangladesh and Sri Lanka, have 
helped pave the way for INDAL's current reach into demanding and 
competitive international markets around the Indian Ocean Rim, West Asia, 
the Far East, Em-ope and Africa. Consistent standards in quaUty and service 
have resulted in repeated export awards from the Engineering Export 
Promotion Council and the Chemicals & Allied Products Export Promotion 
In short, it is observed that with the rapid technological advances, 
acquisitions and mergers taking industries by a storm, the ability to accept, 
absorb and implement has emerged as the highest competitive edge that a 
manager can possess. High professionahsm ushered in by MNCs that have 
entered the Indian market, have ftirther soared the expectations of customers. 
In such a scenario, where challenges are posed from all quarters— automation, 
downsizing, re-engineering, repositioning, cross- ftmctional teams and 
empowered workers—the power to take this upfront has emerged as the 
single decisive factor for the survival. Thus, in order to meet the challenges of 
increased competition, lowered profitability, increasingly aware and 
demanding work force organisations in the present socio-economic miUeu 
have been finding an answer in various practices such as Total QuaUty 
Management for which ISO 9000 certification is the first step or by 
introducing concepts like Just in Time (JIT), World Class Manufacturing 
(WCM) or Flexible Manufacturing System (FMS) and Total Productive 
Management (TPM). None of these, however, could be achieved without 
suitable manpower management, interventions and support mechanisms. 
As Nalco concerns, there is no sophisticated or detailed manpower 
planning done, which is covering both the current and fiiture needs of the 
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entire organisation. What is done is that different units of the organisation are 
asked to present annually their manpower requirements for the different 
categories of personnel to a Budget Committee, which consists of senior 
managers. These requirements include a statement of the manpower needs 
during the following financial year, and a tentative forecast for the two years 
thereafter. The budget broadly forms the basis for recruitment during the year 
although specific approval is required to be obtained fi-om a committee 
consisting of top managers. This committee meets every fortnight for 
initiating action for filling vacancies. Such an approval is required for the new 
vacancies. 
In Hindalco, where QuaUty Improvement Programme was a relatively 
new feature, the company decided to go in for Quality Improvement Program 
through Small Group Activity wherein workers and staff come together to 
identify and solve quality and cost related problems. After ISO 9000 and ISO 
14001 Certification for its entire operation of their units, the organisation 
decided to adopt the Company wide QuaUty Improvement Program. HRD 
initiative like Managerial and Team Building programmes were launched to 
provide inputs. Performance Appraisal system was modified as Performance 
and Development System (PDS) as a support system. After the initial 
awareness phase, a reasonable number of Small Groups and Cross Functional 
Teams were constituted. There was initial enthusiasm in the company to start 
this new feature and many of the middle level staff members played a key 
role in initiating the improvement process. 
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Chapter 4 
Employment: Progress and pattern 
This chapter is devoted to the study of employment progress, pattern 
and development in Hindalco industries, and the two of its units are taken, 
i.e.. Reduction Plant and Fabrication Plant. 
A firm on the basis of its recruitment plans for human resource gives 
more emphasis on the right skills, talent, attitude, etc, which in return of right 
number, do suit its present and fiiture production schedules. Right size and 
structure of human resource provide the basic infrastructure of smooth 
functioning of the organisation. They not only minimise the cost of 
employment but also nulUfy the effects of distribution in developing and 
utilising the manpower resources in the right direction. 
For the success and continuity of a business organisation, significance 
of adequate machine, material and capital cannot be denied but at the same 
time its human constituent cannot be ignored. The management's prime task 
and also the basic responsibilities, is to match the right man on the right job. 
In order to accomplish this task, a systematic manpower planning, proper 
study of jobs, preparation of job specifications and job description, etc 
becomes pre-requisite. To meet the qualitative and quantitative manpower 
requirements of an organisation, various sources of recruitment need to be 
explored in order to ensure regular supply of the efficient working force and a 
systematic procedure of selection is to be adopted to match the right man on 
the right job. 
The present section has been devoted to the study of the practices 
prevailing in HindjJco industries. Various sources of recruitment of the 
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personnel and selection have been discussed and examined from the point of 
view of organisational effectiveness and employees' satisfaction. 
Internal Structure of Hindako 
The internal structure of Hindalco can be divided into two sub-heads 
i.e. (a) Technical and (b) Administration. 
(A) In the Technical head, the process of production of aluminium 
started from the mining operation. The company has its own mines at 
Lohardaga; Richuguta (Bihar: but now it is in a new state: Jharkhand), and 
Amarkantak (M.P). From these places the bauxite, which is an ore of 
aluminium, is taken to Hindalco (Renukoot) by rail. Hindalco is distinctly 
divided into five plants viz. Alumina plant. Reduction plant (I & II), 
fabrication plant. Utilities and Construction. 
1. Alumina Plant 
This plant is divided into four major sections i.e. Aluminium Production, 
Alimiina Mechanical, Alumina Electrical Maintenance, and Instrumentation. 
A General Manager heads these plants and a Production Manager or Chief 
Engineer heads each section of the plant. It forms the first stage of aluminium 
formation. Processing involved in these plant are as follows: 
(a) The crushing of bauxite. 
(b) Mixing it with caustic steam and hme. 
(c) Digestion of the slurry. 
(d) Filtration of the Uquid. 
(e) Evaporation of the pregnant liquor. 
(f) Precipitation. 
(g) Formation of aluminium powder in the calciner. 
2. Reduction Plant (I) 
Reduction plant I has two major sections i.e. the Carbon plant and the 
Pot room. A Joint President heads this plant and a Production Manager heads 
each section of the plant. The Carbon Plant involves the formation of Carbon 
anodes, which is made up of coal pitch, tar and other materials. In the Pot 
Room, the process of electrolysis takes place and the result is the formation of 
aluminium. The room operates at a very high temperature i.e. 900 degree 
Celsius. It has three lines and each line contains around 88 pots. 
Reduction Plant (II) 
The process and Administrative set up in Plant II is same as it is in Plant I. 
In this it has now four lines. This plant is highly modernised as compared to 
plant I. Dry scrubber has been installed in order to check the pollution. 
3. Fabrication Plant 
This plant plays another major role in the casting of different forms of 
aluminium. A Joint President heads this plant. The process in this plant 
involves the formation of aluminium roll coil, aluminium billets, and 
aluminium ingots. 
(B) Administration 
Hindalco's administration is divided into different heads viz. Finance, 
Purchase, Marketing, Personnel, etc. Planning of the manpower has received 
high priorities in Hindalco. Management beUeves that individuals cease to be 
good if they cease to grow. Some of the broad aspects of HRD, which 
Hindalco is pursuing are: 
Manpower planning and acquisition and thereafter, continued 
development of their capabilities needed to perform various roles and 
functions within the organisation. Succession planning is concerned with 
ensuring that all the positions in an organisation shall have suitable 
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incumbents. Thus, both the career and succession planning tend to influence 
recruitment needs of the organisation. In keeping with the growth in the 
organisational output manpower in Hindalco has been growing over the years. 
Projecting manpower growth during the period 1999 was around 9,000. The 
industry employs 6,549 workers and 1,811 staff on the permanent basis. 
Beside this, the company also employs many contract workers on intermittent 
nature of job. 
Research and Development (R&D) 
Research and development efforts were continued towards energy 
conservation, manufacturing cost reduction, quahty improvement, import 
substitution, recovery byproducts, waste utilisation, and product development. 
Efforts were also made for optimising the process parameters for the yield 
improvement and better environmental management. 
Benefits derived as a result of the above R&D 
(a) Improvement in operating parameters. 
(b) Production ofhigh purity metals. 
(c) Development of Lithographic sheets. 
(d) Broadening ofthe product mix. 
(e) Indigenous development of spares and improved life of the 
components. 
(f) Condition monitoring for the continuous evaluation of the working 
condition ofthe equipment. 
Source: Hindalco Annual Report, 1998 - 1999. 
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Future Plan of Action 
(a) To identify the R&D strategies and evolve measures to counter 
competition in tiie emerging liberalised economic environment. 
(b) Exploring the possibihties of producing tabular alumina. 
(c) Up-gradation of filter media for filtration of pregnant liquor of Kelley 
filters. 
(d) Development of special aluminium alloys and manufacturing 
technology for India's emerging automobile industry and space 
programmes. 
(e) Development of hyper dense plan system for alumina transfer fi-om Silo 
to individual Pots for better environmental management. 
(f) Innovation of anode making technology. 
(g) Acquisition of state-of-the art scientific and analytical equipment for 
improving and strengthening the R&D infrastructure. 
Expenditure on R&D: (Rs.in MiUion) 
(a) Capital 
(b) Recurring 5.53 
(c)Total(a+b) 5.53 
(a) Total R&D expenditure as 
percentage of total turnover 0.04% 
(Sources: Hindalco annual report 1999-2000) 
» 
- I 
Organisational Structure 
The word "organisation" originates from the word "organism" which 
means a structure, with its part being so integrated that their relation to each 
other is governed by their relation to the whole entity / structure. It also means 
a system with parts, which work together, or a system with parts dependent 
upon each other. "Organisation" in the sense of a structure may be defined as 
the arrangement and inter-relationship of the component parts and positions 
of a company. An organisation structure specifies the division of work 
activities and shows how different activities and functions are Unked with one 
another. In any way, it also shows the level of specialisation of different work 
activities. 
Sound organisational structure is inevitable for the continuity and 
success of an industrial organisation. The organising process arranges various 
factors of production in a manner, which facilitates the accomphshment of an 
organisational goal. In this process a relationship is to be created in different 
components. It involves binding the parts together in a unified manner on the 
whole for its effective operation. The type of structure adopted should be 
balanced, flexible and suited to the capacities of the present personnel. In this 
chapter an organisational structure of Hindalco enterprise is to be discussed 
and examined. 
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Flow Diagram of IRO of Hindalco 
VICE PRESIDENT (H.RD) 
Dy. General Manager (P& IR) 
n n n ^r w 
Manager (Per) Manager Manager Manager Manager Manager 
(Recruitment) (Welfare) (Legal) (IR) (Safety) (Training) 
1 
Staff Worker 
Officer Asst. Officer 
i 
Asst. officer 
Assistant 
Sr.SO 
Ar.SO 
in 
ASOASO 
Asst.Manager 
(FLO FLO FLO FLO FLO) 
Flant 
Asst. Officer 
Doctor I Camp 
^ Officer 
Sport officer 
Source: As per HR office records. 
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The above flow chart shows that the Dy. G. M (P & IR) is under the 
Vice President's control while under each Dy. G. M there are six managers of 
different departments viz. Recruitment, Welfare, Legal, IR, Safely, and 
Training. The Recruitment manager's job is to find out an adequate number of 
persons. The policy of Hindalco is to recruit the best available men and 
women in all the disciplines. This recruitment department is further sub-
divided into staff and workers, and staff into officers and Assistant officers 
under the head of workers. The Welfare Manager is responsible for an overall 
welfare in the organisation and under this there are three heads i.e. Doctor, 
Camp Officer and Sports Officer. The legal department is split into two i.e. 
Assistant officer and Assistant. The manager of industrial relation is having 
five PubUc Relation Officers. Under the Safety manager there are five heads. 
The last of the flow diagram indicates the manager of Training. The latter is 
having some of the following responsibihties 
(a) To aid in the formulation of policies governing the training of new 
employees, upgrade employees' apprentices and supervisors. 
(b) To bring about an improvement in the quaUty and quantity of output by 
increasing the skill of the employee. 
(c) A trained person commits very few mistakes, saves the material fi-om 
wastage, and increj^es the production, which may lead to increased 
profit for the firm. 
Recruitment of Staff 
An employment function requires a sound and systematic manpower 
planning to estimate the quantity and quality of employees needed in short 
and long run in order to have smooth working of an organisation. Recruitment 
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is the first step in the employment of labour and the method through which a 
labour is brought into industry has much to do with the ultimate success or 
failure of such employment. Despite tremendous unemployment it is not easy 
to find the right type of labour. Since workers were drawn firom rural 
population, in earUer days of industrial evolution in India, factories found 
much difficulty in recruiting the necessary labour due to the reluctance of 
workers to leave their villages and work in distant towns cut off fi^om their 
kith and kin. Sometimes they could not adjust themselves to industrial hfe and 
eventually returned to their native villages. The migratory nature of workers 
also caused disruption of work. Labour turnover and absenteeism was a 
constant problem in the industry. A properly planned and systematic 
recruitment policy is necessary to minimise the disruption of work by 
constantly changing personnel and to achieve equitable distribution of 
employment opportunities. 
Recruitment policy should be taken into consideration that high-caUbre 
personnel is essential to have and hard to find. In the expanding industrial 
economy of India, the demand for top management and technical personnel is 
expanding at a fast rate with the resiJt that an all round shortage of such 
personnel is being fek. Many companies indulge in "pirating", i.e., attracting 
executives from sister organisations on higher salaries. But this does not in 
any way expand the supply of such personnel. Therefore, a sound recruitment 
pohcy has to be based on a comprehensive programme of management 
development. Careful recruitment of employees is particularly important in 
India for two reasons: First, under the existing conditions, when an industrial 
worker is discharged / dismissed, the workman in regard to such discharge 
canaries can raise an industrial dispute. Secondly, the chances of mismatching 
the job and the person are much higher in India. 
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In any organisation, a successful human resource planning helps in 
identifying our human resource needs, once we come to know these needs, we 
would like to do something in respect of meeting them. The next step in the 
acquisition function, therefore, is recruitment. 
Thus, recruitment forms the first stage in the process, which continues 
with the selection and ceases with the placement of the candidate. Or, we can 
say that it is the next step in the procurement fimction, first is the manpower 
planning. Recruitment function helps in acquiring the number and types of 
people necessary to ensure the healthy operation in the organisation. 
Recruiting is the discovering of potential applicants for actual or anticipated 
organisational vacancies. In other words, it is the 'linking activity,' which 
brings together those with jobs and those seeking jobs. 
As Yoder and others point out: " Recruitment is a process to discover 
the sources of manpower to meet the requirements of the staffing schedule 
and to employ effective measures for attracting that manpower in adequate 
numbers to facihtate effective selection of an efficient working force." The 
success or the downfall of any organisation is totally based on one factor i.e. 
the organisation recruitment pohcy. If an organisation were not having a 
sound recruitment pohcy then it would be quite difficult for that organisation 
to survive in the competitive world. Because unless and until the right type of 
people is hired, even the best plans, organisation charts and control systems 
would not do much good. 
Based on above, the recruitment has two way street: first one is of 
recruiter and second one is of recruited. In the first one, recruiter plays a 
major role in taking decision to whom to recruit and whom not. Ultimately on 
this role the success or the downfall of a business is based . The second role is 
of recruited, in this he has to think whether he should apply for that 
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organisation's job or not. In this he has to think for several factors such as 
characteristics of employment offers, such as pay, benefits, location, 
opportunity for advancement, nature of the work to be performed, etc. All the 
business enterprises whether big or small, adopt the same procedure of hiring 
new personnel as mentioned above. Each enterprise has its "tailor-made" 
procedure because every organisation wants the best quaUty and quantity of 
manpower at a minimum cost. The most common practice is to centraUse the 
recruitment and selection function. The advantages of centralisation of 
recruitment and selection are as follows: 
(a) It reduces the administrative cost; 
(b) The selection of the workers is more scientific; 
(c) Provides wider opportunities for placing an appUcant in several 
departments of the con^any. 
Sources of Recniitment 
Recruitment function is to seeking out the potential employees so that 
they can be evaluated, their commitment is obtained and thus the new 
employees are placed and inducted to fill up the vacant positions in working 
organisations. So the objective of manpower selection is to ascertain clearly 
the type of person required and to secure an appropriate candidate for filling 
that position. Mostly some of the companies try to recruit fi-om new sources 
while others try to tackle the existing sources. These sources are known as 
Internal and External. 
(a) Internal Sources 
This is the most common source of recruitment. In this type of 
recruitment, the person who is already working in the organisation may be 
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upgraded, transferred, or sometimes demoted within the organisation. 
Promotion of employees should be made on the basis of seniority or merit. 
(b) External Sources 
If an organisation is not satisfied by the internal sources, then they may 
adopt the procedure of external sources, these include campus interviews, 
media sources, employment exchange, etc. 
Recruitment procedure in Hindalco 
Recruitment is one of the most important functions of the personnel 
department. The pohcy of the Hindalco is to select the best people in any 
discipline. Geared to build a seamless organisation of the future; the company 
is growing its own people. Several of them have risen to become CEOs and 
Directors fi"om an entry level position. In the Company Group, cross-function 
and cross-business exposure is a reality. Giving the vastness of the business 
and the rapid pace of their progress, the company needs bright, energetic 
enthusiasts, budding professionals, and persons. Bring in a fi-esh perspective 
and relevant skills necessary in today's turbulent times through: 
(a) Planning the manpower requirements and budget the human resources 
with necessary quaUfications, skills in accordance with the organisational 
requirements. 
(b) Ensuring that the company attracts the best personnel in each area of its 
functioning. 
In the early years of the company, there were no systematic procedures for 
recruiting the personnel. As and when the need for working force was felt, the 
help of friends and relatives of the employees was taken and the people of the 
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villages' surroundings of Renukoot were given first preference. Later, the 
recruitment function was entrusted to labour officers and special recruitment 
officers were appointed for the purpose. The unskilled workers were mostly 
recruited at the factory gates. These days due to legal compulsions and 
government controls the pattern of recruitment has undergone a httle change. 
Now the metiiods of filling position iu the Hindalco is as follows: 
(a) Direct recruitment through campus interviews, newspapers, etc or 
(b) Promotion of employees already working. 
(c) Borrowing the services of persons fi^om the local or other authorities or 
(d) Any other sources as decided by the board. 
Recruitment mode for unskilled, semiskilled, skilled and supervisory 
groups are mostly notified to the appropriate Employment Exchange in the 
manner as provided in the relevant Act and orders fi-om time to time. 
Simultaneously, the organisation is mostly adopting the procedure of internal 
sources because each and every worker knows about the organisational 
working. In this manner, the organisation need not give extra training to its 
personnel. When the commission follows the method of direct recruitment for 
filling up their vacancies, it advertises it in daily newspapers, which have 
large circulation in major parts of the country. It can also advertise in the 
daily newspapers of regional languages, but it depends on the commission. 
All these apphcations of direct recruitment are scrutinised by the appointing 
authority. The authority has full right to reject the apphcations that do not 
fulfill the given criteria in the notification. And those applications fiilfilling 
the given criteria are sent for consideration to the selection committee. All 
those appUcants who have been recruited shall undergo a medical 
examination of the appropriate standard by the Hindalco's own doctors, and 
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then the applicants shall also undergo training and test as specified by the 
commission from time to time. 
In the case of managerial, technical and supervisory posts the following 
procedure of selection is adopted. 
(a) The advertisement for the post is given in daily newspaper of all India 
level. 
(b) Apphcations received are screened on the basis of job description and 
job specification. 
(c) Candidates are called for interview. 
(d) The group discussions are arranged and the candidates are observed 
and evaluated during the course of discussion. 
(e) In some cases, the candidates are also required to solve the problems of 
their speciahsed fields. 
The selection is done on the basis of quaUfication, experience and 
interview performance. The selection board consists of Managing Director, 
General Manager, Plant Manager, and Production Manager, Head of the 
concerned departments and personnel manager. In case of operative workers 
the preliminary screening is done on the basis of information fiimished in 
apphcation and the candidates are called for interview. Sometimes written 
tests are also arranged. Selection is done on the basis of performance of the 
interview and tests. 
Benefits after getting recruited: Soon afi:er getting recruited, the 
person is gaining with the following opportunities: 
• Opportunity to work with a large and a diversified business house in India 
- with a presence in both manufacturing and services sector. And also the 
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opportunities to effect incremental changes will ensure that the person 
does not get lost in the largeness' of the organisation. 
• Opportunity to be exposed to all the aspects of a manager's job in the first 
12 months through the integrated training and orientation programme -
Group Management Trainee Scheme (GMTS). 
Career opportunities for its employees 
The company offers a range of rich and challenging career opportunities. 
These could be 
• Across different industries 
• Across manufacturing and services sectors 
• From a line function to a staff function 
• Either a speciaUst or a generahst 
• Opportunities of internal consulting in the areas of Marketing, Strategy, 
HR, Finance, Technology, etc. 
• Across diverse locations in India and abroad 
Many of the companies' successfiil senior managers and CEOs have 
actually proved the map true. In the company, person is having plenty of 
opportunities for self-development. The companies' self-contained townships 
at its own Units help to enrich the quahty of hfe. Being away from the 
humdrum of a metro, a lot of time is available for the personal development. 
In due course, spending quaUty time with the family is also possible. The link 
with the outside world, of course, is always maintained through modem 
technology. Once recruited, performance and development will be closely 
monitored through the Managerial Performance & Development Plan & the 
Development Centre's approach. The person's feelings about the Group and 
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issues related to it will be captured through a periodic organisational 
introspection process. 
The Group Management Trainee Scheme (GMTS) helps to prepare for 
future, a wide range of responsibilities, which exist within the Group. These 
grow in complexity and scope depending on the skills acquired and the rate of 
contribution. Since after the inception of the company's Group Management 
Trainee Scheme, it has recruited several students from diverse areas such as 
management and accountancy. The result of such recruitments has been good 
in terms of learning, unlearning, adding value to him, and also to the 
organisation. Many of the managers have grown with this company - several 
of them have been there for the last thirty years. A highly professional, result-
oriented Group, the company employed a large pool of Engineers, MBAs, 
Chartered Accountants, Research Scientists, Social Scientists and other well 
qualified and competent professionals - several of them with multiple 
qualifications and doctoral degrees. Most of the employees are from reputed 
Universities / Institutes including the Indian Institutes of Management (IIMs), 
Indian Institutes of Technology (IITs), MIT, Wharton and Aston Business 
School. Several of them have moved in from excellent Indian and 
international companies such as Unilever, ITC, GE, ICICI, Bank of America, 
Reliance, Ciba, Geigy, Bayer and many others. 
Now every organisation is adopting a new tool for its development, 
which may be called as the Systems Development Cell (SDC) or Organisation 
Development (OD) Cell. These cells have the objective of facilitating the 
effectiveness and maintaining the organisational health using a variety of 
mechanisms. This cell conducts research periodically to find out the 
psychological health of the organisation. Periodic surveys are conducted to 
maintain the profiles of employees' perceptions of organisational health. 
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Whenever there is fall in the organisational health in any dimension, 
conferences, seminars and discussions are arranged by the System 
Development Cells involving the concerned employees. Efforts should be 
made to improve the organisational health through immediately implementing 
the action plans. Thus, an attempt is made to maintain a psychological climate 
conducive to productivity. They also help any departmental head having a 
problem (of absenteeism, low production, conflicts, resistance to change, etc) 
may invite the SDC for assistance. The SDC then conducts studies and 
diagnoses the problems and helps the departments. The cell also participates 
in developing systems for the organisation like the information system from 
time to time. 
Hindalco Corporate Cells 
The company is having around fifteen corporate cells. They are as 
follows:* (a) Central Technical Centre is instrumental in disseminating 
information and knowledge of technical breakthroughs among all the Group 
Units. The Centre plays a vital role in improving the maintenance practices 
and conservation of energy. Focussing on solving the specific unit's problems 
to smoothen plant operations, the Centre's goal is to ensure zero breakdowns, 
zero accidents and minimal maintenance expenditure. 
(b) Corporate Communications Cell is a service-oriented support 
fimction with a bottom-line orientation. This Cell works to strengthen the 
Group's competitive advantage through proactive, credible communications 
among its multiple internal and external stakeholders. In so doing, the Cell 
strives to raise the Group's profile and enhance its image. Additionally, it 
provides Group Companies and Corporate Functions with strategic advice and 
professional inputs in their communication processes. 
*Sources: www.adityabirla.com 
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(c) Corporate Finance Group's endeavour is to create and enhance 
value for the Group's shareholders. The team looks at aspects ranging from 
capital budgeting, fund raising and portfolio restructuring to management of 
risk related to foreign exchange and interest rate exposures. 
(d) Corporate HR Cell plays an extremely integral role in the Group in 
building long term organisational capabilities. It is engaged in setting up 
systems and taking up suitable developmental initiatives to build world-class 
competencies and mindsets, which will help to make the Group the 
"Organisation of the Future". 
(e) Corporate Information Technology Cell provides technical support 
and guidance to the entire Group on all the IT-related matters. The Cell is 
involved in standardisation of IT equipments and appUcation areas, 
formulation and implementation of Information Security Pohcy as well as 
Disaster Recovery Plan, implementation and management of Aditya Birla 
Information Highway and Information Systems Audit. 
(f) Corporate Investor Relations Cell focusses primarily on attracting 
the quahty investors as well as retaining existing investors into the Group 
through efficient communication of Group's value creation. This corporate 
cell acts as a single window for investors and assists the Group companies in 
their interactions with domestic and overseas institutional investors. 
(g) Corporate Legal Cell provides legal inputs to individual business 
units of the Group in formulating strategies and providing critical legal inputs 
in business transactions. The Cell represents Group Companies in various 
legal proceedings and leases with solicitor firms and other legal authorities in 
matters of interest for the Group. 
(h) Corporate Management Audit Division strives towards systems' 
perfection. The Division has been and continues to be actively involved in the 
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evolution and implementation of internal controls, cost reduction methods. 
Group policies, effective MIS, and monitoring and assessment of business 
risks. This way, it helps the Group keep pace with the fast changing business 
scenario, in the process safeguarding the Group's interests as well. 
(i) Corporate Project Monitoring Cell was constituted to ensure that 
new projects (both Greenfield and expansions) are completed without any 
cost and time overruns. The Cell also serves to draw and exploit synergies 
between different projects by developing a pool of shared experiences with 
regard to suppUers, contractors and other key areas of project implementation 
- contributing to enhancement in quality of project management. 
(j) Corporate Safety, Health & Environment Cell acts as a technical 
support to the corporate as well as site management with functional 
responsibility for all the matters relevant to Safety, Healthy and Environment. 
The Cell's activities include the implementation of uniform corporate safety, 
health and environment policy across the Group, maintaining contact with the 
concerned statutory authorities, ensuring adherence to the local legislation 
and organising need-based training programmes for die employees. 
(k) Corporate Strategy & Business Development Cell continuously 
tracks the industry environment for the Groiq)'s existing business, identifies 
new business opportunities and evaluates project proposals developed by the 
Group Companies. 
(1) Corporate Technology Cell is the technology fliink-tank of tiie Group, 
which helps build and enhance the technology competence of the Group's 
businesses. This Cell is responsible for upgrading the existing technologies; 
enhancing the potential of the Group's plants and operations; identifying new 
technologies and technology suppliers; evaluating new technologies and 
businesses; and appraising new investment proposals. 
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(m) Global Marketing Strategy Cell works with the Group's units in 
upgrading the marketing and trading activities to the world-class standards. 
Providing support in evolving and implementing a coordinated marketing 
strategy, this Cell helps in building the Group as a highly focussed, efficient 
and market-responsive organisation, which is expressly preferred by 
customers. 
(n) Management Services Cell plays a vital role in the institutionalisation 
of systems in the Group. Working with the Units to implement measures of 
continuous improvement, the Cell studies major commercial functions and 
systems across the Group on an ongoing basis. It also conducts Group studies 
and conferences on commercially relevant subjects. 
(o) World Class Manufacturing Cell is engaged in education, training, 
research and consulting in world class manufacturing practices. It supports all 
the Group Units in achieving the world class levels of quality, cost, deUveiy, 
innovations and productivity (QCDIP) performance through team based 
manufacturing management focussing on eight dimensions including TQM, 
TPM, BPR and JIT. 
Monetary emoluments: Structure and Trends: Wage and Salary 
administration is one of the most important operative functions of the 
Manpower management. This concerns with the problems of how much the 
employees are to be paid in return of their services rendered to the 
organization, the solution of which generally hes on the thorough analysis of 
all those factors, which affect such remuneration. 
Though some recent survey on 'job satisfaction' and employees morale 
conducted in the USA and the UK have revealed that wages and salaries have 
got 4**^  or 5* rank on the scale of job satisfaction and thus tended to minimise 
the inq)ortance of monetary income to employees, nevertheless, it is 
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contended that compensation in one form or the other is certainly one of the 
main sources in all the under developed as well in developing countries like 
India, where workers are very low paid and the cost of living is very high. 
Many employees beheve that workers are generally interested in the 
size of their pay-cheque. If a person is asked why does he work, the chances 
are that his reply will be to make money. Theoretically, it may seem sound 
that wages may not be so important in UK and USA and other industrially 
advanced and economically soimd countries, but the fact remains unchanged 
that people keep on changing their jobs for the sake of higher salaries even 
these countries. Good wages have often been emphasised as a vital and key 
element for satisfactory personal relations. 
Low wages, on the other hand, have often been resulting into low 
standard of living, low satisfaction, low morale and conflicting situations. The 
history of industrial relations in India clearly indicates that economic causes 
have been responsible for most of the strikes and industrial disputes in the 
country. Therefore, a sound wages and salary pohcy is an essential part and a 
key to the success of any personnel programmer and wage salary 
administration is a vital fimction of the Manpower Management. This is true 
not only in the case of aluminium industry, but it is equally true for all the 
industries and all the sectors rather than for the entire economy as a whole. 
Some theories on which few people beheve that the work is being done 
for only one goal, i.e. for the sake of money. Other theories say that people 
work to satisfy his social needs, security and status need, in which money 
cannot be regarded as a primary motive to make them work. But the fact is 
that money occupies an important place in the scheme of remuneration of 
workers. It is said that higher the monetary benefits, the greater will be the 
efforts on the part of workers. And if the remuneration is made to depend on 
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this effort, the efforts will increase. In this chapter different aspects of wages 
and salary policy as well as administration will be discussed. 
Methods of Remuneration 
There are two methods of remuneration to workers in terms of money: 
(a) Time Rate or Time Wage and (b) Piece Rate or Piece Wage 
Under the time rate or time wage system a worker is paid according to 
time spent on his job, irrespective of the quantity of his work or output. This 
method is mostly adopted in the companies. In this, as longer the worker is on 
his job, the higher payment he receives. Here time is calculated in terms of 
hours, weeks, months, etc. The formula for calculating wages under this 
system is as follows: 
Total earnings in terms of Number of hours/ day worked 
As far as the remuneration is concerned, it basically depends on the 
grades of employees as well as on experience bases. Following study is 
divided into two parts, &st section is made of Management side of different 
functional areas and then the second section is on income of two major plants 
of Hindalco of 30 employees i.e., (a) Reduction Plant and (b) Aluminium 
Plant. First section i.e. of Management side of different functional areas: 
Remuneration for the Financial Year, 31** March 1997 was not less than 
3,00,000. 
Source: Hindalco Annual Report, 1997 - 1998. 
107 
Table 4.1: Salary of management side of different functional areas 
Designation 
President 
&Manager 
Vice-Presi-
-dent 
General 
Manager 
Chief Con-
-sultantServic 
Vice-Presi-
-dent(Fabri-
-cation) 
Sr. Vice-
President 
Jt.President 
Chief Cons-
-truction 
Manager 
Nature of 
Duties 
Managerial 
Boiler &Co-
-Generation 
New project 
Medical 
k 
Extrusion 
Production 
General 
Liaison 
General 
Administ.& 
Raw mat. 
Civil 
Construction 
Commencement 
of Employment 
7.12.1959 
11.5.1995 
3.4.1995 
2.11.1963 
9.4.1962 
10.7.1974 
1.7.1963 
11.10.1962 
Experience 
40 
26 
22 
39 
38 
46 
42 
47 
Remunerations 
12,90,000/ 
5,79,000 
3,51,000/ 
1,68,345 
3,30, 595 / 
1,42,591 
3,29,123/ 
1,58,619 
4,02, 379 / 
1,78,459 
5,05,489 / 
1,77,780 
5,73,1312/ 
2,45,223 ' 
4,72,014/ 
2,19, 554 
Particulars of 
last employment 
Sr.Supdt(NTPC) 
15year service 
Dy.GM(Indom-
ag steel Pvt) 
(l.l/2year) 
Lohia Matri Se-
-vasadan, Regi-
-strar.(4years) 
Scientific officer 
N.Metallurgical 
Lab(3.1/2years) 
Vlanager, Proj-
-ect Div. Birla 
:onst(l.l/2year) 
Factory Manag-
-er, CIM Co 
Ltd (9 years) 
Asst.Supdt 
Caiser Engineer 
Overseas Corp 
India (2 years) 
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The company had certain terms and conditions as per Company's Rules 
/ Scheme. They are as follows: 
(a) The nature of employment is on non-contractual bases. 
(b) Remuneration as shown in Table 4.1, includes Salary, Allowance, Ex-
gratis. Contribution to Provident Fimd, Superannuating Schemes and other 
perquisites. In addition, Medical benefits and furnished accommodation on 
rental basis have also been provided as per Company's Rules / Scheme. 
(c) Net take home pay represents the net amount received after the deduction 
of Income tax. Provident Fund and other reimbursements. 
Second section deals with the family income of the two major plants of 
Hindalco i.e. Fabrication and Reduction Plants as shown in Table 4.2. 
Table 4.2: Family income of the two plants 
Family Income Scale 
Under 3000 
3000 - 3500 
3500 -4000 
Above 4000 
inRs Reduction 
33% 
37% 
20% 
10% 
Fabrication 
25% 
36% 
36% 
3% 
Sources: As per office records 
Over 67% workers in Reduction plant and 75% workers in Fabrication 
plant are earning more than 3000 per month. Beside this mostly all the 
workers are getting all type of amenities, which is being provided by the 
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Company. Thus, today there is a genuine need felt for evolving a formula for 
sharing the gains of productivity. Unless labour feels that they are also getting 
its share of such gains, it will not be motivated sufficiently to put forth its best 
results. It is observed that in spite of significant impact of technological 
advancemerife, strict on recruitment poUcies and non-filhng up of sanctioned 
vacancies as well as delay in confirmation of staff strength, the growth of 
human force in Hindalco is very much influenced by the rank of economic 
development and consequent expansion of Hindalco working. 
With regard to actual poUcies and practices in the Hindalco (as well as 
in aluminium industries of India), it can be said that they do not observe the 
basic principles of manpower planning in its strict sense. Most of the units in 
the industry do not follow job analysis, job description, and job specification 
and work measurements techniques. 
It does not mean that the aluminium employment poUcy is based 
simply on the guesswork and the rule of thumb. Of course, they have vigilant 
eyes on its manpower requirements and make its estimation on the basis of 
their past experience and fiiture expansion of plans, but they do not follow 
any scientific principle resulting in an accurate estimation of manpower 
requirement. Hence their apphcation may be advertised at the earliest stage of 
their coming up, as it is quite feasible to be adopted at tiie outset. As 
regarding the recruitment, they have adopted the poUcy of both internal and 
external recruitment. Internal recruitment of Hindalco is done either through 
promotions or transfers, while for external recruitment, they mainly depend 
on their neighbourhood, management and technical institutions and 
employment exchange, both local and regional and advertising through 
newspapers. Selections are generally made on the basis of written tests and 
finally on tiie interview. 
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It is, therefore, important that Hindalco should first of all adopt its 
overall aims and objectives then second consideration should be made on its 
recruitment pohcy. A successful recruitment poUcy is based on the three 
elements. The first one is the organisation objectives- both in the short-term 
and the long term. This means that the organisation's objectives should be 
taken into consideration as a basic parameter for the recruitment decisions and 
needs of the personnel area-wise and job family-wise. The second objective is 
to identify the needs of recruitment. This means that the recruiter must 
prepare a profile for each category of workers accordingly and sort out the 
main specifications, decide the sections, departments or the branches where 
he may be placed and identifying the particular responsibihties. The third 
objective is sources of recruitment. In these, skilled or unskilled manual 
workers, internal sources and employment exchanges may be preferred. The 
usual procedure for recruitment of personnel in India is by advertisement in 
newspapers, followed by personal interviews as already mentioned earlier. 
While this method has the advantage of giving wide publicity resulting in 
appUcations fi-om a large number of candidates, efforts should not be limited 
to newspapers advertisements alone, particularly for senior scientists / 
technologists. 
As regarding the wage and salary administration, which is the most 
important operative fimctions of the Manpower management, concerned with 
the problem of how much employees are paid in return of their services 
rendered to the organisation. Employees, in general, are interested in internal 
as well as external consistency in the payment of wages. External consistency 
implies that wages are paid equally for the same kind of jobs to all the 
workers performing similar jobs in the same industry operating in the same 
region, while internal consistency wants to achieve equaUty in payments for 
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the similar jobs within the organisation. As far as the external consistency is 
concerned it would be achieved through wage surveys whereas the 
maintenance of internal consistency requires a thorough job analysis and job 
evaluation. 
So far the question of wage and salary determination related policies in 
various Aluminiimi Industries are concerned, initially it was done arbitrarily 
but with the origin and growth of labour unions, their registration and 
recognition, most of the contractual issues are selected through mutual 
negotiation and collective bargaining while entering into agreements. They 
try to take into consideration all those factors, which are necessary to 
maintain an external as well as internal consistency in the payment of wages 
though they never undertook the comprehensive job evaluation exercise. 
Aluminium industries in general are considered to be good paymasters. 
They are in a position to provide various types of jfringe benefits and 
incentives to their workmen, which many other organisations cannot. They 
can afford and are in a better position to maintain and even improve 
remuneration and compensation to their employees because they are making 
huge profits and profit-wise they are somewhere (within third) on the top 
among all the Indian Industries. 
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Chapter 5 
Training and Development 
After ascertaining the individual's potential, training must be provided 
not only for doing the present job but also for acquiring tiie desirable extra 
skill or knowledge for filling higher jobs. Trained manpower is the biggest 
assets of an industrial organisation. It is vital from the point of view of 
increasing skill and knowledge of the employees about jobs, which became a 
successful means of reducing waste and improving the quahty of products. 
Training has its effects on the moral and creates a job satisfaction in the 
employees. 
Training's main goal is to induce a suitable change in the individual 
concerned. Persons raised to supervisory levels can be taught how to plan and 
control the work of their units and help their subordinates. Industrial training 
started when the first apprentice was hired or when the first employee was 
employed on the job. Systematic methods were thereafter evolved for 
increasing the new en^loyee's knowledge and developing his skills. Due to 
the accelerated technology and advancement in the recent years, industries 
have been forced to pay more attention to even the aspect of "re-training" to 
its existing employees. McGhee and Thayer recommend the following three-
steps approach to determining the training needs ': 
(a) Organisation Analysis is a method for determining where the training 
emphasis should be placed within the organisation. 
l.WiUiam Mc-Gehee and Paul W. Thayer, Training in Business and Industry, 
John Wiley and Sons, Inc., New York, 1961. 
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(b) Operation Analysis is a method, which helps in deciding what training 
should consist of, requiring a study of what a person should be taught if 
he is to perform his task with maximum effectiveness; and 
(c) Man Analysis, to determine who needs to be trained and what skills' 
knowledge or attitudes should be augmented or improved. 
Training refers to the company's efforts to improve individuals' ability to 
perform specific duties on tiie job whereas development refers to the 
organisations' efforts to enhance an individual's ability to perform additional 
job duties. So a trained worker is a better producer than an untrained one. The 
trained should result in improved knowledge, skill and interest in job, 
reduction in waste, accident and employee turnover, and increased 
productivity and moral. 
Training at Hindalco 
Keeping in mind the importance and significance of training and 
development, Hindalco is having a set of training programme for their 
employees. However, in Hindalco, the Technical Training and Management 
Development Centres (TTMDC) were set up to cater the training needs of the 
company. It has been instrumental in the development of Human Resource of 
the Unit and creating a learning culture in the organisation. It has the 
distinction of being first of its kind in India, recognised by the Central 
Electricity Authority, Ministry of Energy, Government of India. 
Apart fi-om the Induction Training to new entrants, (Graduate 
Engineers, Diploma Engineers, MCA's, MBAs, CAs, etc), the centre has been 
organising refi^ esher courses on regular basis to develop technical, managerial 
and behavioural skills of the existing work force of the unit as well as of other 
units of the group. It also provides faculty supports and consultancy to outside 
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units. The centre is equipped with the latest training aids and faciUties 
required to impart theoretical and practical training. It has lecture halls, model 
rooms, library and reading rooms, laboratories, workshops and well-trained 
faculties. Starting with humble begioning, its growth has been impressive. In 
the year 1998, TTMDC conducted 61 Technical / Functional and 
Management Development Programmes for the staff and workmen. In all 
2182 employees were imparted training and training man-days stood at 3046. 
In addition to that 148 supportive (WCM-TPM and EMS) programmes were 
conducted, imparting training to 3072 employees and training man-days stood 
at 3023. Training man-days for the last two years is shown here in Fig. 5.1. 
Training iMandays during 1997-98 
3500 
*• 3000 
3023 2856 
Type of Programme 
Fig. 5.1: Training mandays for the last two years 
Source: Technical Training and Management Development Centre (TTMDC), 
Hindalco, 1999-2000: Red colour indicates 1997 while Blue 1998. 1232 & 2011 stand 
for Functional / Technical; 1004 & 1035 for Managerial; 449 & 3023 for Supportive; 
and 2856 & 1962 for Induction Training. 
The primary objective of Technical Training and Management 
Development Centre is continuous development of Human Resource of the 
unit, to meet the challenges thrown up by the technological and socio-
economic changes. It strives to create a workforce who is quahfied to meet 
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the technological challenges, inspired and motivated to deliver the best and 
highly sensitive and adaptable to the changes taking place in the environment. 
Basic Inputs: 
• To prepare an individual profile containing personal details, strength and 
weaknesses. Interpersonal Communication Skill, Learning Aptitude, Locus 
of Control, Social Acceptabihty etc. about the employees. 
• To assess the training needs to the employees through Human Resource, 
Audit, Training Need Surveys, Mentoring, Feedback, Personal 
Assessment, and Performance Appraisal and fi"om MAP scores. 
• To design curriculum / courses for the fi"esh graduates and diploma 
engineers and refi"esher courses for updating the skills of experienced 
personnel. 
• To organise the training programme, workshops, seminars to develop 
knowledge of employees and bring about the desired attitudinal / 
behavioural changes. 
Stay on the learning curve 
• Understand diverse businesses and issues in a Group Famiharisation 
Programme through interactions with senior and top level managers. 
• Develop a practical insight into the intricacies of business problems and 
work environment of small, medium and large sized group companies 
through on-the-job and project assignments. 
• Work in at least three different businesses and more than two fimctions. 
• Understand international business dynamics through an exposure to one of 
the group companies overseas. 
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• Work on a specific set of responsibilities all by the company itself. 
Activities at Hindaico TTIMDC 
(a) Induction and Orientation (lOLT): Induction Training is imparted 
to fi-esh Graduate Engineers / Diploma Engineers, MBAs, CM, MCAs 
and apprentices to acquaint them with plant and equipment, HODs, 
Departments and their functioning, and more importantiy to make them 
aware about the organisation culture, values and ahgn their value 
system with tiiat of the organisation. 
(b) Skill Development Program (SDP): Regular Refi'esher Courses on 
technical and managerial topics are conducted to develop technical 
knowledge and behavioural / managerial skill of the employees in 
management cadre. 
(c) Supervisory Development Programme: Regular Supervisory 
development programmes are organised to develop Supervisory Skills 
and Leadership qualities among the first line supervisors. These 
programmes have contributed very effectively to the overall 
development of the supervisors, reflecting itself into positive work 
culture, harmonious relations, participative management and improved 
performance. 
(d) Workers Development Programme: Workers Development 
Programmes (for their Behavioural as well as Techiucal Development) 
are regularly organised to bring about attitudinal change and to sharpen 
their skills, leading to better job satisfaction, quality of work life and 
improvement on the job performance. These programmes have been 
widely appreciated by the workers and shown impressive results. 
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(e) Advanced Training with the Assistance of Experts in the Held and 
Vendors: To train the engineers the company had new systems and 
technologies. The company organised training with the help of expert 
engineers from vendors and consultants like - Ingersoll Rand, G.E., 
A.B.B., Centum XL, GE fanuc etc, on compressors, turbine, circuit 
breakers, PLC based DCS, etc. 
(f) Training of Power Personnel from other Units: Apart from training 
and development of its employees, the company has special training 
courses that are conducted for personnel from other units in the areas of 
power plant operations and maintenance practices. Personnel from 
Rajshree, Grasim, Birla Copper, MRPL and HINDALCO- Renukoot 
have been benefited from such trainings. 
(g) Workshops / Seminars / Conferences: To update knowledge and to 
acquaint its employees with latest developments in the field of 
Technology and Management, die company organises workshop/ 
seminars on regular basis. 
(h) Mock DriUs: To activate quick reflexes and utihse the presence of 
mind, mock drills are conducted every month on the selected plant 
upset condition found after scrutinising tripping cases for the last three 
years. 
(i) Assessment Centre: The assessment centre is a method of diagnosing 
with the help of instruments, with great accuracy, individual personality 
traits so that more precise prescriptions of training and development 
actions can be made. The company identifies the plant personnel in 
consultation with HODs and through a track record of their current jobs 
and conducts a battery of tests to find their abilities and potentials. The 
identified personnel are groomed to take up fixture responsibilities. 
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(j) Mentoring: Apart from induction training to new employees, 
Technical Training and Management Development Centre is looking 
after Mentoring System also as the new employees are put for on-the-
job-training. The progress of the trainees is continuously monitored and 
guidance / help is provided for their all round development, till they are 
absorbed in the government, 
(k) Quality Circles: Quahty Circle was started at Renupower in 1982 and 
official launching was done in 1986. The concept has taken deep roots 
under the overall guidance of Technical Training and Management 
Development Centre (TTMDC). Today 26 QuaUty Circles are 
fimctioning in the Renupower and 390 employees are participating 
regularly in the meeting. The company has also won award at National 
and International Quahty Circle Convention. Successful ftinctioning of 
Quality Circle has led to improve morale, job satisfaction and better 
teamwork, apart from cost saving and better performance. 
(1) TPM, 5S, KAIZEN Culture: Performance Orientation training on 
TPM, 5S, Kaizen and Quality Circle is given for the implementation of 
these philosophies. Renupower has made significant progress in the 
direction of implementing TPM and become a World Class 
manufacturer (WCM). Presently Technical Training and Management 
Development Centre (TTMDC) is engaged in imparting training to all 
its employees on TPM, 5S, Kaizen, O.E.E etc. For the implementation 
of TPM at Renupower, continuous training of manpower has been a 
major contributing factor towards this achievement. Good house 
keeping and continuous improvement is a way of hfe at Renupower. 
TTMDC has played a key role in the implementation of ISO- 9000 and 
ISO-14001 by imparting training to the employees. All the employees 
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were given training on ISO- 9000 and ISO- 14001 at the time of 
certification. Along with the plant, TTMDC also got ISO- 9002 
certification in 1994. 
Training Methodology 
To achieve the objective of providing technical inputs about the power 
plants and managerial inputs of Hindalco, different types of learning 
situations are created / organised. They are: 
• Classroom lectures supported with video based training (VBT) for 
unpartmg formal, theoretical and technical knowledge. 
• Demonstration throu^ audio-visual aids and models for better 
comprehension. 
• Group discussions. 
• Self-learning techniques- preparation of projects, Computer Based 
Training, library sessions, etc. 
• On-job training in the company. 
• Practical hands-on training in corrective maintenance methods and 
techniques in TTMDC labs. 
The training methodology adopted creates step-by-step environment for all-
round development of skills and knowledge of the participation."^ 
Infrastructure Facilities 
Laboratories / Workshops: The Laboratories and Workshops are pre-
requisites for providing off-job, hands-on training in operation and 
maintenance aspects. The training centre has built up well-equipped 
laboratories and workshops for giving wide range training fi-om technicians to 
2. TTMDC, Hindalco Report, 1999 - 2000. 
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engineers' level in the operation and maintenance aspects of power 
plant. Some of the areas where expertise has been built up are: -
(a) Maintenance workshops for repair of Pumps, Motors, Valves, etc. 
(b) Control and Instrumentation Laboratory with facihties for caUbration, 
repair and tuning of different types of instruments. 
(a) Electrical Laboratory with facihties for testing of relays, electrical 
equipments etc along witii repairs. 
(b) Chemical Laboratory with facilities for testing physical and chemical 
properties of water, oil, lubricants and other chemicals. 
(c) A full-fledged workshop equipped with Lathe, Milling, Drilling, 
Shaping, Welding machine and other accessories is set-up. These 
facilities are also used for taking up jobs from the plant. 
(d) Flow charts and diagrams for better comprehension of operation of 
power plant and its different processes. 
Models 
The training centre has a good number of working and non-working 
models related to various main systems and equipments of thermal power 
stations. All type of valves, bearings, and boiler tubes are available in the 
centre, some with sectional view to expose the internal constructional 
features. Models of transformers, boilers, circuit breakers, TG sets, 
switchyard, FD fan, ID fan. Mill etc. are available to explain the different 
parts and their constructional features. Working models of ESP control 
circuit, turbo-generators. Motor testing Kit, BFP operation, and Ion testing 
Kit are available at the centre to give practical training about the operation of 
these units. 
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Audio Visual Aids: Computer aided video projection system has been 
added to the existing slide projectors, overhead projector, personal computers 
with multi media and slide packages for various lessons in operation and 
maintenance of thermal power station and management principle. 
Library: The training centre has a rich library having large collection 
of books, lessons, manuals and videocassettes on the company's technology. 
Engineering and Management. Various periodicals concerned with power 
sectors, aluminium sectors, and management both Indian and foreign 
pubhshers are also subscribed. 
Hostel Facilities: Well-furnished hostel of the Hindalco is available for 
the trainees. Modem dining and recreational faciUties are available in the 
hostel. Participants from the higher echelon of management are put up in the 
guesthouse of the company, which is equipped with all-modem amenities and 
faciUties of comfort. 
Induction and Orientation Level Training 
The main aim of this course is to acquaint the newly recmited 
employees about the Mission, Philosophy and Culture of the organisation and 
impart them technical training on operation and maintenance of the company. 
As this training centre is recognised by the Government of India to impart 
statutory training on operation and maintenance of power plant, participants 
from other units of Hindalco also undergo this training. 
The Induction and Orientation Level Training consists of the following 
modules. They are as follows: 
• Introduction 
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BMC Concept and Philosophy 
Communication System 
Orientation programme to different departments- Technical and 
Commercial. 
Familiarisation with power plant system, cycles and performance 
monitoring. 
Boiler and auxiUaries - operation and maintenance. 
Turbine and its auxiliaries- operation and maintenance. 
Maintenance and operation of Electrical equipments. 
Industrial safety and Fire protection. 
Exposure to computer and its application. 
QC Concepts and practice. 
Organising self and managing others. 
Personnel and Industrial Relations, Factory Act, etc. 
Evaluation of training at TTMDC. 
On-the-job training. 
Final Evaluation. 
Refresher Courses at Technical Training And Management Development 
Centre: 
Apart from induction and orientation level training for the fresh recruits 
the training centre also organises refresher courses to develop technical and 
managerial skills and acquaint the employees with the latest technological 
advancements. The short-term refresher course could be categorised in three 
broad groups i.e., Technical / Functional, Behavioural / Managerial Modules, 
Supportive. 
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In Behavioural / Managerial Modules: 
Effective Inter-personal Relations. 
Leadership and Team building. 
Participative Management 
Time Management 
Conflict Management 
Training of Trainer 
Material Management 
Project Management 
Managing Change 
Effective Communication 
Supervisory Development Programme 
In Technical/ Functional Courses: 
(a) Power plant operation and performance monitoring 
(b) Boiler operation 
(c) Boiler Maintenance 
(d) Operation of Turbine and its Auxiliaries 
(e) Maintenance of Turbine and its Auxiharies 
(f) Generator operation and maintenance 
(g) Excitation System 
(h) Pump Operation and Maintenance 
(i) Valve Operation and Maintenance 
(j) Industrial Safety 
(k) Fire Prevention and Protection 
(1) Safe use of Material Handling Tools 
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(m) Welding Technology 
(n) Maintenance Management and TPM 
In Supportive: 
• Quality Circle, 5S and Kaizen 
• TQM and ISO-9000 
• Workers Development Programme 
• Total Productive Maintenance. 
• Environment Management System- ISO-14000. 
Thus, the details as contained above higjilight the diversities in 
designing the training programmes, which are essential under the changing 
socio-technical and environmental conditions as required for the continuity 
and advancement of industrial undertakings. 
3. World Class Manufacturing Report of Hindalco, 1999 - 2000. 
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Chapter 6 
Labour Welfare 
Labour welfare is one of the major aspects to national programmes 
towards bettering the lot of labour and creating a life and work environment 
of decent comfort for this class of population. Broadly speaking, measures 
and activities imdertaken by the State, employers and associations of workers 
for the improvement of workers' standard of life and for the promotion of 
their economic and social well-being are labelled as 'welfare work'. Thus, 
welfare work may be defined as the 'work for improving the health, safety; 
general well-being and industrial efficiency of the workers beyond the 
minimum standards laid down by the Factories Act and other labour 
legislation'. According to a report of the International Labour Organisation, 
"Workers' welfare should be understood as meaning such services, facihties 
and amenities which may be established in or in the vicinity of undertaking to 
enable the persons employed in them to perform their work in healthy, 
congenial surroimdings and provided with amenities conducive to good health 
and high morale." 
Evolution and Classification of Labour Welfare 
Workers' welfare, as a movement, begins in the early years of the 
Industrial Revolution, especially in the Western Countries. In the present 
century the growth of labour welfare goes to a great extent, due to the 
industriahsation and modem techniques. Considerable impetus was given to 
the movement by the two World Wars, as part of industry's efforts to 
maximise production. Modem welfare may be said to have the outcome of the 
movement for better and more efficient management in industry including the 
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human angle. The all round acceptance of the concept of labour welfare has 
been mainly due to (a) the need to provide a better hfe for the workers 
dictated by the necessity to maintain the goodwill of the large and rather 
freshly recruited wartime labour force and to gear them to increased 
production; (b) the influence of the researches into scientific management and 
industrial psychology providing abvmdant evidences on the importance of the 
worker as a human being and a total personality; (c) growing pubUc and 
government concerns, especially in the economically less developed 
countries, over the amelioration of the working and living conditions of 
industrial workers and measures in this regard, taken in many countries as an 
aspect of national policy. 
The general acceptance that labour welfare has found at the present 
time has been preceded by gradual evolution in different directions in 
different countries. Organised labour was suspicious of it as evidence of 
paternalism and welfare work obtained the sympathy of labour not "until the 
content of welfare work had become integrated into the management structure 
and the disagreeable connotations attached to the term were discarded." 
Welfare work may be classified in various ways. Firstly, it may be 
classified into the following three categories: 
(a) Statutory Welfare Work comprising those provisions of welfare 
work whose observance is binding on the employers under the law. With a 
view to maintaining a minimum standard of health and safety, etc., of the 
workers, the Government of the country enacts certain rules under various 
Acts or Ordinances, which have to be abided by the employers in respect of 
their workers. Such rules may relate to certain essential working conditions, 
e.g., hours of work, sanitation, etc. 
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(b) Voluntary Welfare Work which includes all those activities 
conducive to the welfare of the workers, which are undertaken by the 
employers themselves on their own free will. Some social organisations also 
undertake this type of work. 
(c) Mutual Welfare Work, which signifies a corporate enterprise of the 
workers is undertaken with a view to improving their lot. Activities of the 
trade unions, which are conducive to the welfare of their members, are 
included in this category.* 
Aim of Welfare Work 
The aim of welfare work is three-fold. It is partly humanistic since it 
enables the workers to enjoy a richer and fuller life by providing them those 
amenities and conveniences of life, which they themselves cannot provide. 
Then it is partly economy, since it improves the efficiency of labour, 
increases its availabihty where it is scare or helps to secure better class of 
workers if it is not scared and by keeping the workers contented, it minimises 
the chances of any industrial strife. Lastly, the aim is partly civic, since it 
develops a sense of responsibility and dignity among the workers and thus 
makes them worthy citizen. 
Types of Welfare Work in India 
One can distinguish five types of welfare facilities for workers 
provided at present- statutory, those provided by the Central and State 
Governments, by voluntary activities of employers, by the trade unions and 
by other voluntary agencies. Welfare schemes for labour provided the 
following benefits: 
J. The Committee of Expert on Welfare Facilities for Industrial Workers 
convened by I.L.O in 1963. 
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(a) Medical, (b) Housing, (c) Water supply; (d) Educational, (e) 
Recreation, and (f) Family welfare facilities. 
Hindalco Community Initiative/ Welfare Activities 
Hindalco believes that business is not simple an end in itself but that it 
must result also in the larger good of the society. Griven this philosophy, at 
Hindalco a social vision forms an integral part of the business vision. It is also 
the basis of the social work. Consequently, for nearly four decades now, 
Hindalco has been and continues to be taking meaningful welfare driven 
initiatives that distinctively impact the hves of people surrounding its Plants. 
Hindalco Industi'ies Limited: Covering over 332 villages in Renukoot 
(U.P), Bihar and Madhya Pradesh, located in the backward areas reaching out 
to more than 4 lakh people. Out far-ranging activities span over 290 villages 
in Renukoot (U.P.), Bihar and Madhya Pradesh, located in backwjird areas. 
The company reached out to more than four lakh people. The company 
projects are multi-faceted. They include: (a) Providing avenues of earning for 
rural poor through actively involving them in economic development 
schemes, (b) Education and training, (c) Health-care and backing the 
physically impaired with support systems that enable them to cope up with 
difficulties in Ufe. (d) Espousing social causes such as widow remarriages, 
dowry-less marriages and women empowerment schemes. 
These projects stem from an in-depth assessment of the development 
needs and priorities of the communities in which it operates. Over the years 
substantive progress has been achieved in all of these areas. Glimpses of some 
of the Company Community Initiative work, which is shown as follows:" 
(a) Philosophy, (b) Vision, (c) Mission, (d) Team, and (e) Reaching out. 
2. www.adityabirla.com 
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Philosophy: The Aditya Birla Group has been involved in meaningfiil 
welfare driven initiatives that distinctively impact the quahty of life of 
hundreds of villages near its Plants. These villages are the poorest among the 
villages of India. The Birla Centre for Community Initiatives and Rural 
Development is the vehicle through which all of the Group's welfare driven 
initiatives are channelised. Right from the time of G. D. Birla the Group has 
been actively engaged in work that brings succour to the suffering. At that 
time, the Group's work was confined to charity. But, Aditya Birla, strongly 
felt that the engagement of activities should be based on the welfare-driven 
activities, which benefit the weaker sections of the society in a wholesome-
way. For him, doling out money to the poor could never be a long-term 
solution. Instead, he said, "The organisation should help people in a way that 
they are able to stand on their own feet and earn money continuously. In this 
way their livelihood is never at stake. He felt making people productively 
employed was vital. His philosophy is best articulated in the following 
statement of his - "If you give a hungry man fish one day, he will eat it and 
the next day he will be starving again. Instead, if you teach him to catch fish, 
he will never go hungry during his Ufetime." It is this philosophy that 
underpins our social engagement. In our view. Social Projects should 
eventually become self-sustainable. The company believes in the trusteeship 
concept of management, which entails ploughing back part of our profit into 
community initiatives. From this stems our social involvement, far beyond 
business. The projects mirror the moral conscience of the said Group. They 
reflect values. The community work is a way of telling the people among 
whom it operates and cares for the people 
The Group's activities are wide and far ranging. Encompassing 
innovative projects such as providing the rural youth with a chance to shape 
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their future through economic development schemes, education and training 
and health-care projects. Reaching out to physically impaired people who are 
tremendously disadvantaged. Espousing social causes like widow 
remarriages, dowry-less marriages. Women empowerment programmes also 
include sponsorship of the arts and Indian culture. These are based largely on 
a real assessment of the needs of the communities. The company views the 
Social Responsibihty in a much larger perspective, one that goes beyond 
philanthropy. The company takes the social and rural projects very seriously 
and the social vision is an integral part of business vision of all the Group 
companies. 
Vision 
The Company's vision is to actively contribute to the social and 
economic development of the communities in which it operates. In so doing 
build a better, sustainable way of hfe for the weaker sections of society. 
Mission 
Education for all: to secure them a brighter future. 
Sustainable Livelihood: through training and education for skill 
development Health Care and Hygienic living conditions. 
Restoring self-esteem of the physically handicapped. 
Empowerment of Women Community Development: holistic 
development of the community including infrastructure. Espousal 
of social causes: to translate the vision into reality the company 
has put together two teams: (a) The Apex team - which shoulders 
the responsibility of charting out a well-defined community, based 
rural development plan, (b) The Implementation Team - which 
ensures appropriate implementation through the various Group 
Companies and their Rural Development Cells. The Community 
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Initiatives are spread all over India. The projects are integrated 
with all the Units, and in the community in proximity to the 
companies Plants. 
Indo Gulf Fertilisers & Chemicals Corporation: Their activities 
span over 1000 villages in Jagdishpur in U.P and Dahej in Gujarat reaching 
out to nearly 3.0 lakh people. 
Hindalco Industries Limited: Covering over 332 villages in Renukoot 
(U.P), Bihar and Madhya Pradesh, located in the backward areas reaching out 
to more than 4 lakh people. 
Indian Rayon and Industries Limited: Activities cater to over 500 
villages in Veraval in Gujarat, Renukoot in U.P, and Gummidipoondi near 
Chennai, reaching out to more than 2 lakh people 
Grasim Industries Limited: Activities span over 1000 villages across 
the country: From Nagda; Jawad; Gwalior; Raipur in Madhya Pradesh; 
Bhiwani in Haryana; Shanbhupura in Rajasthan; Harihar and Malkhed in 
Kamataka; Mavoor in Kerala; Kharach in Gujarat; Raigarh and Hotgi in 
Maharashtra reaching out to more than 50,000 people. 
Essel Mining: Their activities span over 11 villages in Barasat in West 
Bengal, reaching out to more than 25,000 people. The organisations work in 
partnership with the Government of India, the State Governments, 
Multilateral and Bilateral Organisations, i^ex institutions. Community Based 
Organisations, Funding Organisations and society. The initiatives focus on the 
holistic development of the communities, encompassing aU our 'partners for 
change': Children, Women, Men and the Physically Challenged. 
132 
Reaching Out Education in one Generation 
Believing education is the key to upward mobility. Learning is an ongoing 
process with no bars of age, sex or creed. The vicious circles of illiteracy 
coupled with ignorance can be broken in one generation of planned inputs in 
education. To raise the literacy levels in the villages, formal and non-formal 
education centres have been set up. Liberal cash grants are given for teaching 
aids, setting up hbraries, student's desks and laboratory equipments. 
• Excellence in studies is also honoured and deserving students are given 
Merit Scholarships. 
• The company also has schemes that encourage the education of the girl 
child. 
• At the Birla Cellulosic Plant at Dahej, company is focussing on Vagra 
Taluka, with a distinct Project - "Project Education". The literacy level in 
this area is barely 37 percent. The strategic vision is to foster education 
and learning through constantiy encouraging students, by supporting tiiem, 
recognising them and honouring them. What is significant is that the 
employees contribute Rs. 100 every month for the student education. 
• To create the right environment for learning, organisation makes an effort 
to better the condition of the primary schools by renovating and 
refurbishing them. 
• Creating awareness and value-addition to acquiring education, amongst 
rural folk, is an important aspect of the education drive. Messages on 
values of learning, health care, cleanliness and personal hygiene are 
reinforced through dances, street plays and puppet shows. 
• Teachers Training programmes are also organised for the village schools 
in collaboration with the District Education Department. 
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Other welfare activities 
(a) Schools 
Every Plant conducts formal schools for its employees and the 
villagers. Most of the schools are affihated to The State Education Board, The 
Central Education Board, Bhartiya Vidya Bhavan and The Delhi PubUc 
School. The group conducts 78 schools all over India. The educational 
institutes also provide ample scope for extra curricular activities. Quiz, 
elocutions, educational camps, sports camps, libraries are organised to boost 
children's confidence and potential. At Birla Cellulosic, Gujarat, Jivan 
Utkarsh Shibir: a residential simmier guidance camp is organised for 10th and 
12th standard students. The objective is to impart career guidance along with 
skills of pubhc speaking, sharing, group Uving and enhancing their 
confidence. Non-formal education centres are also set up for children and 
adults in the remote villages. 
(b) Children with special needs 
Any handicap, coupled with stifling poverty is the worst fate for any 
human being. Despite medical advancements, milUons of people in our 
country are physically impaired. It is one of the most daunting obstacles to 
ftill human development. The organisation believes in restoring people's 
confidence and self-esteem by helping them become as independent as 
possible - both physically and economically. 
To this end the Group has a dedicated project and have been able to 
reach out to more then 5000 physically challenged individuals. Tricycles, 
cahpers, crutches and wheelchairs, the Jaipur foot, artificial limbs, tailor made 
deformity redressing shoes and hearing aids are provided, customised to 
individual needs. These have aided greatly in easing their Uving conditions 
and making them independent to a large extent. Reconstructive surgery is also 
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performed wherever possible. This apart, employment opportunities are also 
provided, 
(c) Health and Sanitation 
Access to all the basic services Uke health care & nutrition; safe water & 
sanitation are vital for reducing poverty. Yet milhons of people are deprived 
of these building blocks for a brighter future, destined instead to live and die 
in poverty. Development Assistance is one key element in improving access 
to these basic services. A few examples: -
• Mother and child health-care 
True health care can only be realised once the village communities learn 
the importance of limiting family size ensuring proper sanitation. In a 
uniquely collaborative venture with the State Innovations in Family Planning 
Services Project Agency (SIFPSA) and the State Health & Family Welfare 
Department, Indo Gulf at Jagdishpur has embarked on this initiative in 
stabihsing the population explosion. 
The objective is to popularise the Small Family through a focussed 
attention on the mother and the child. The project encompasses 25 village 
Panchayats in the Jamo Block, and an additional three Panchayats covering 
the entire industrial area surrounding Jagdishpur, off Lucknow. The scope of 
work is varied: providing easy access to the entire gamut of family planning 
services; distribution of contraceptives; prenatal and postnatal counselling; 
health-care; immunisation and medical checkups. Rural clinics set up at 
Dakhinwara, Babupur, Gaura, Goriabad, Hargaon and Katari at Jagdishpur 
provide the requisite services. Side by side is an ongoing awareness campaign 
comprising creatively worked out dances, and street plays, to reinforce the 
family planning message. Those in need of speciahsed gynaecological and 
surgical services and care are treated at the Indo gulf Jan Seva Trust Hospital. 
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More than 15,000 children in the age group of one month to five years have 
so far been immunised and nearly 1000 newly weds have opted for planned 
families. 
• Health Scan 
To change the health status. Medical Camps are organised periodically in 
the remotest villages. Immunisation camps, eye camps and spectacle 
distribution camps, cataract operations among the elderly, TB and leprosy 
eradication, espousing family planning, multi diagnostic camps, safe 
motherhood camps advocating pre- and post- natal care etc. form the core 
areas of the work. Free lodging and boarding facihties are provided to the 
patients and their accompaniments. 
First-Aid Centres have been established at all the imits, at the Block level, 
to cater to the villagers round the clock. At Grasim, Nagda, surplus and 
unused medicines are collected, sorted out and dispensed to the needy and the 
poor. Those in need of the special care are referred to the Groups' hospitals, 
where they are treated free. The medical camps are organised thrice a week 
where over 300 patients are examined at each of these camps. Till date more 
than one Lakh patients have been examined. Over 10,000 children along with 
2000 pregnant women have been immunised, over 500 cataract patients 
operated, 2000 TB patients provided medical care, 100 leprosy-afflicted 
attended to, free of cost. 
(d) Freedom from Leprosy 
Indo Gulf has specifically set up "The Aditya Birla Foundation's Centre 
for Leprosy" under the aegis of the Aditya Vikram Foundation in 1999, 
considering that India has the dubious distinction of having the largest leprosy 
afflicted population in the world. An integrated approach to leprosy care and 
management has been adopted to reach the leprosy affected. Free services like 
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blister calendar packs of the multi-drug therapy, unique deformity correction 
services to help rehabihtate cured patients, awareness drives are conducted to 
destigmatise the disease and economically rehabihtate them. Since the 
commencement of the project we have rehabihtated more than 225 leprosy-
afflicted persons. 
(e) Water, the gift of life 
No true health-care programme can take off, without ensuring clean, 
potable water supply. Yet for years, the women of Renukoot would daily plod 
mile-long stony paths to collect water in their massive water pots, which takes 
hours and hours. This hardship is difficult to imagine for those of us who Uve 
a blessed existence, with plenty of water at the turn of a tap. Responding to 
their phght, the Hindalco team at Renukoot has worked out a uniquely 
collaborative venture with the U.P Jal Nigam and UNICEF. The trio has been 
provided access to safe drinking water to over a 100,000 people located in 
103 villages in and around Renukoot through the Hand Pump Project. Hand 
pumps at an interval of every 10th house are now a boon in their lives. What 
is indeed unique about this project is that exclusively women manage it. More 
than 40 women have been trained as special water mechanics. Women run the 
pumps, maintain and repair them. It is a classic example of "Women 
Empowerment" and a project immensely benefiting for the communities. 
Responding to the Water crisis, Grasim-Nagda, has contributed a large to the 
PubUc Health Engineering Department to enhance drinking water facilities in 
14 down stream villages. 
(f) Hospitals 
All company plants have their own hospitals. The hospitals 
are fully equipped to deal with all kinds of emergencies and other 
diseases. The hospital facilities are availed by their employees 
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and by the people in the village. The group has 15 hospitals all 
over India, 
(g) Women Empowerment: Eliminating Discrimination 
The carpet weavers: To empower women by making them 
economically independent, Grasim provides a number of training 
programmes. At Athana, 13 kms from, Javad in Madhya Pradesh where 
Vikram Cement, a Unit of Grasim is housed, company have set up a unique 
carpet-weaving centre. In association with the Madhya Pradesh Hasta Shilpa 
Vikas Nigam and tiie Secretary of the Society, they train the women in carpet 
making. These have marginalised women and included the physically 
handicapped, divorcees, widows and those from the poorest of the poor 
families. What is most gratifying is that besides creating a meaningful 
employment opportunity for women that affords them good monetary return, 
their products have also gained recognition. Carpets made by tiiese women 
are showcased in the best of the showrooms at Jaipur and Udaipur. Carpets 
made at Athana are even exported to the United States and other countries in 
the West. 
Extensive training is also provided to women in making ropes, 
bamboo-baskets, durries, weaving carpet, agarbatti, sutlimaking, pottery, 
dyeing of fabrics, printing and leather craft at other Units. So far, over 10,000 
villagers have been trained. Often seed capital is provided as well, to enable 
them to set up their own small ventures. 
(h) Espousing Social Reform 
Hindalco has had the courage to venture into areas that are still taboo in 
our country, perhaps more so in tiie interior villages as they are much more 
custom-bound than the cities. Hindalco at Renukoot spearheads "Widow Re-
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marriages" - this revolutionary project. This social change process was 
initiated in 1996. In the course of work in the villages, company encountered 
many young widows, condemned to a life of poverty and hardship because 
they were not permitted to re-marry. They were suffering humihation even in 
the confines of their extended family. The need to resettle them seemed 
imperative. To make this path-breaking initiative workable, Hindalco's team 
went about in a very systematic and rational manner. As the subject itself 
seemed so sensitive, given our rural mind-sets, the village elders were taken 
into confidence 
Tremendous efforts were called for to gain their support and persuade 
the village elders to put their stamp of approval on this project and join hands 
with us. Through counselling and persuasion, the organisations have been 
able to convince widows to get married again. The bridegrooms scouted from 
the villages are young men who are well disposed towards the widows and are 
able to sympathise with their pUght. They help bring the smile back on the 
faces of these hapless girls. Since the inception of the project three years ago, 
more than 250 widows have been happily settled. Grasim also provides 
financial assistance for mass marriages. Birla White in its commitment 
towards National Integrity contributed towards tiie Kargil War by supporting 
a widow of a martyr from Jodhpur. 
(i) Energising Independence 
Through education and training, company encourages villagers to learn 
diverse vocational skills that help them eventually make out a better 
hvelihood. 
(j) Helping people help themselves 
Way back in 1988, the company instituted "The Rural Development 
and Vocational Training Centre" at Indo Gulf Its mandate - through 
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education and training, encourage diverse enterprises that can provide 
additional employment opportunities to the villagers to attain higher income 
levels. Training in different vocations such as electrical, auto repair, 
electronic equipment maintenance and repair, tailoring -among others, are 
imparted to the locals. What are truly rewarding are not just the teaching 
component but motivating and assisting these youngsters to set up their own 
enterprises. To help them kick start their business, Indo Gulf distributed 1400 
tool kits. The company's confidence and faith in their abihties was amply 
vaUdated. In a survey of the trainees who took part in the course, conducted 
by Dr. Ram Manohar Lohia Avadh University, it was revealed that more than 
70 percent of the learners had set up their own shops. For the commendable 
work that Indo Gulfs Training Centre is engaged in, it has been accorded 
affihation to the TRYSEM scheme, by the District Development Authority 
(DDA). Under this scheme, village level training in charkha spinning, making 
of incense sticks (agarbattis), bee keeping, masonry, nursing and repair of 
hand-pumps is provided. In tandem with the DDA and SEWA (rural), Indo 
Gulfs has been able to provide training to over 3000 till date. At Grasim 
(Cement) the DWCRA Mahila Samuh Papad Udyog and the Gokul Dairy 
projects are being conducted. At Aditya Cement in Shambhupura, Skill 
Development Training programme is being conducted for women below the 
poverty line. 450 women are being trained in sewing & embroidery at 
41 centres. At Grasim - Nagda, they have collaborated with the Khadi Gram 
Udyog. A centre for weaving durries has been set up and the products are 
marketed and sold at all khadi Gram Udyog estabUshments. At Rajashree 
Cement, Mahila Mandal tailoring centres, papad and agarbatti units, envelope 
making units and fly ash brick units have been set up to empower the local 
women and youth. 
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(k) Environment: Agriculture and Horticulture 
Farmer Focus: As Veraval, on the Gujarat seacoast is a 
place where the sea level is high, hundreds of farmers have to 
continuously face the problem of salination. Reduced land fertility 
is an issue the farmers have to continuously grapple with. To help 
the farmers, the Indian Rayon team has evolved a salination 
reduction process. Raising of the ground water table has been a 
boon for the 15,000 farmers. Today they are assured of an 
uninterrupted supply of water - at the turn of a tap. Alongside, 
they have initiated a Farm Well Re-charging programme through 
the diversion of the rainwater into the wells. Earlier the rains 
would only add water to the seas. The teams also seek out farmers 
who can benefit from economic development schemes launched by 
the Government. They are then assisted to get the requisite 
finance to enable them enhance their farm output. In so doing, 
Indian Rayon helps them acquire a steady source of income. 
Additionally to boost agricultural and horticultural activities, 
company reach out to thousands of farmers in manifold ways. 
Such as farmer training programmes, which teach them better 
farming techniques on demonstration plots and through 
agricultural meetings. At these events agricultural experts give 
them valuable inputs, to raise the productivity of the land. At 
Grasim, Harihar 35 farmers were deputed to attend "Krushi Mela", 
organised by the Agriculture University Dharwad, to learn about 
the modern cultivation equipments and high yield variety seeds. 
Company also enables farmers to attain superior yields and to 
enhance productivity. Farmer-training programmes are held 
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regularly. Modern agricultural practices on demonstration plots, 
soil-testing facilities, providing quality seeds and crop protection 
agents, intercropping etc. are the different aspects covered. In 
several areas the construction of check- dams, pedal pumps and 
hydro towers have resulted in increasing the irrigation facilities. 
Non-conventional energy sources like biogas plants, smokeless 
chullahs and solar cookers are also promoted. 
Animal Focus: To foster the health of animals, particularly cows and 
buffaloes, door to door veterinary camps are regularly organised with the aid 
of quahfied vets. 
(1) Environment Management 
Green Projects are continuously in operation for the cleaner and better 
hygiene. Regular environment meets are organised to create awareness and to 
educate the villagers on the need for prevention of environment pollution. 
Tree plantation drives are also organised on regular basis. 
(m) Infrastructure Development 
The changing face of villages: The Company aims to provide the 
villages with the basic amenities of life. At Indo Gulf company implementing 
the Gokul Gram Yojna, the company has adopted two villages: Lakhlgam and 
Galenda. Their activities include construction of overhead water tanks, 
streetlights, a dhobi ghat, a community hall and balwadis, among others. At 
Lakhigam in Dahej they have initiated "The Central Rural Sanitation 
Programme " with the Coimcil for Advancement of People Action and Rural 
Technology (CAPART) as key sponsors. This hygiene project entails 
construction of toilets for the use of the villagers. The same is being 
conducted at Grasim, Nagda in collaboration witii the Rotary International. In 
a uniquely collaborative venture with the Government and the Rural 
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Development-cum-Panchayat Raj Wing, under the " Swasthi Grama Yojana". 
They are working towards the transformation of underdeveloped villages to 
model villages. The model villages will ensure supply of safe drinking water, 
decent sanitation faciUties, and homes for the homeless, health-care services, 
promoting education, construction of roads, check-dams, repair of the school 
buildings, fostering rural industries and strengthening infra-structural 
faciUties. 
(n) Worship Places 
Hindalco has constructed a beautiful temple Renukeshwar Mahadev 
Temple where the employees and local public worship. The Company has 
also helped in the construction of a Masjid, Gurudwara and a Church, 
(o) Super Bazar and Birla Market 
The Company is running a Super Bazar, at no profit no loss basis. For 
the benefit of the employees for buying their day to day requirements. Besides 
this, the company at Birla Market, where all provisions and other necessary 
requirements are available, has constructed a number of shops. 
(p) Social Activities 
Clubs: There are two clubs viz. Hindalco Officers' club and Hindalco 
Staff club, which provides ample scope for social activities and recreation. A 
workers' club known as Manoranjanalaya has also been set up for providing 
recreation facilities to the workers. There is a Ubraiy attached to 
Manoranjanalaya. 
Mahila Mandal: Founded in 1965, the organisation is rendering 
significant social services in and around Renukoot, especially in times of 
3. Hindalco Annual Report, 1999 -2000. 
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natural calamities, e.g., flood, drought, etc. The Mandal also organises regular 
cultural programmes on various occasions. Mahila Mandal is also running a 
school for children and a Shilp Kala Kendra besides providing facilities of 
higher education for the girls. 
Rotary Club Renukoot: AffiUiated to the Rotary International, this 
club (along with its other wings such as Rotaract, Interact, Inner-wheel) is 
doing useful social services in and around Renukoot. 
Lions Club Renukoot: Affihated to the Lions International, this club 
(along with its other wings such as Lioness, Leo, etc.) is doing remarkable 
social services to the poor and needy inhabitants of the locality. 
Renukoot Junior Chamber: The local chapter of this well known 
International Organisation is doing commendable work in the field of 
leadership training, community development and youth services projects. 
Committees: Many committees like Ramlila Parishas, Durga Puja 
Committees, Saraswati Puja Committee, Ganesh Puja Committee. Etc 
organise entertainment and cultural programmes in Renukoot on various 
occasions. 
Rural Development Cell: A full-fledged Rural Development Cell is 
doing yeoman service in many remote villages around Renukoot by providing 
integral Rural Development facilities. The cell is imparting very useful 
training to the villagers about health and sanitation, adult education and also 
helping them to start their own self employed programmes. 
4. Hindalco at a glance, 1999 - 2000. 
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Chapter 7 
Analysis and Interpretations 
In this chapter, analysis and interpretation of employees- questionnaire 
is made in order to know the reactions of employees of Reduction and 
Fabrication Plants (Appendix, A-2). Furthermore, this part includes questions, 
question-wise tables with the relevant options, the employees' responses, the 
number of respondents, and the corresponding graphical representations. 
Finally, the analyses of the data, their interpretation, and some helpful 
suggestions are offered. 
Analysis 
• Number of interviews: 100 
• Interviews included for Analysis: 94 
• Aggregate age of respondents: 27 to 54 years 
• Experience of respondents: 5 to 17 years 
Questionnaire: 
1. How do you find the company's attitude towards its employees as 
compared to other competitive firms? 
2. How far is the company successful in attaining the best talent in the 
organisation? 
3. The personnel pohcies in this organisation facihtates employees' 
development 
4. How far is the company successful in retaining its best employees? 
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5. While making decisions the good of both employees and the 
organisation is kept in mind? 
6. Indicate the extent to which the training is given adequate importance 
in the company 
7. A mistake by a subordinate is treated as an experience (by the boss) 
from which the lessons are learnt to prevent failure and improve 
performance in the future. 
8. Senior Executives / Officers take interest and spend time with new staff 
during induction. 
9. Indicate the level of satisfaction with the medical facihties available in 
the company. 
10. Indicate the level of satisfaction with the housing facihties available in 
the company. 
11. Are you satisfied with the welfare activities provided in the company? 
12. Are you satisfied with the financial and non-fuiancial incentives 
provided by the company? 
13. Are you satisfied with the evaluation system? 
14. Are the employees' evaluation results used in deciding promotion? 
15. Classifying the role of the trade union association in ensuring 
employees' development and quahty of work life. 
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Question-Wise Analysis: 
1. How do you find the company's attitude towards its employees as 
compared to other competitive firms? 
Table 7.1: Company's attitude towards its employees 
S.No 
1. 
2. 
3. 
4. 
5. 
Responses 
Far better 
Marginally better 
The same 
Marginally poor 
Worse 
Total Respondents 
Number of 
Respondents 
47 
20 
13 
14 
94 
Percentag( 
50% 
21.27% 
13.82% 
15.95% 
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Fig. 7.1: Chart for companies' attitude 
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Observation: Table 7.1 shows the Hindalco's attitude towards its 
employees as compared to the other competitive firms. In total there are 94 
respondents, out of which 47 respondents say that it is far better, 20 
respondents constituting about 21.27% find it marginally better, 13 of them 
gave the same response. According to 14 respondents, the company's attitude 
towards its employees as compared to other competitive firms is marginally 
poor. From the above table it appears that a large number of samples of 
employees from both the plants comprising 71.27% of the respondents 
express their satisfaction. In general, a feeling of satisfaction prevailed in the 
employees of Hindalco Company who reported about fair dealing of 
management in this respect. 
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2. How far is the company successful in attaining the best talent in the 
Organisation? 
Table 7.2: Showing attainment of talents 
S.No 
1. 
2. 
3. 
4. 
5. 
Responses 
Very successful 
Successful 
Little 
Little Unsuccessful 
Very Unsuccessful 
Total Respondents 
Number of 
Respondents 
56 
24 
— 
9 
5 
94 
Percentage 
59.57% 
25.53% 
9.57% 
5.31% 
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Very Successful Little Little Very 
successful Unsuccessful Unsuccessful 
Responses 
Fig. 7.2: Line showing attainment of talents 
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Observation: While responding to the question regarding attaining the 
best talent, it is again observed that out of ninety-four respondents; fifty-six 
respondents say that it is very successful; twenty-four of the respondents opt 
for successful while nine of them say that it is httle unsuccessful and five of 
them opt for very unsuccessful. It is also clear fi^om the percentage column in 
which 85.10% shows highest respondents who express their response as very 
successful and successful in attaining the best talent by the Hindlaco 
concerns. Out of the highest percentage of respondents in S. No. 1&2, there 
are about 14.88 % of the respondents who express their views that the 
company is little unsuccessful and very unsuccessful in attainment of best 
talent. So, from the above table and Fig. 7.2 it appears that the majority of the 
employees are satisfied with the Hindalco industries. 
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3. The personnel policies in this organisation facilitates employee 
development 
Table 7.3: Showing employees' development 
S.No 
1. 
2. 
3. 
4. 
5. 
Responses 
Ahnost true 
Mostly true 
Sometimes true 
Rarely true 
Not at all true 
Total Respondents 
Number of 
Respondents 
64 
16 
10 
4 
~ 
94 
Percentage 
68.08 % 
17.02% 
10.63% 
4.25% 
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Fig. 7.3: Employees development 
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Observation: Regarding the personnel policies, which are the most 
important factors of employees' development, it is observed that 64 to 16 
respondents are satisfied with the Organisational poUcies. But, 10 to 4 
respondents are still not satisfied with the personnel policies. So, this means 
that some of the prevailing pohcies state unhealthy feeling in the employees, 
which is not good from the standpoint of individual efficiency, organisational 
harmony and effectiveness. Thus, under the changing socio-technical and 
environmental conditions, modifications in the personnel policies and 
development programmes prevailing in the manpower development aspects 
become inevitable for the continuity and advancement of the industrial 
undertakings. 
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4. How far is the company successful in retaining its best employees? 
Table 7.4: Company showing retaining of talents 
S.No 
1. 
2. 
3. 
4. 
5. 
Responses 
Very successfiil 
Successful 
Little 
Little Unsuccessful 
Very Unsuccessful 
Total Respondents 
Number of 
Respondents 
52 
19 
— 
11 
10 
94 
Percentage 
55.31 % 
20.21 % 
11.70% 
10.63 % 
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Fig. 7.4: Showing company retaining its best employees 
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Observation: Table 7.4 clearly depicts the plight of respondents of 
employees regarding the company's successful in retaining its best employees 
in the Hindalco company. Out of the ninety-four respondents; fifty-two 
respondents opt for very successful while nineteen respondents opt for 
successful in retaining its best employees. Eleven of die respondents show 
that the company is littie unsuccessful followed by ten respondents, who are 
expressing their views that the company is very imsuccessfiil in retaining its 
best employees. It is also clear from the percentage column that 55.31% to 
20.21 % are for very successful and successful followed by an aggregate of 
22.33% of dissatisfaction regarding its company's in retaining its best 
employees. But, from the figure and table it appears that 75.52 % of the 
employees are satisfied with the company in retaining its best employees. 
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5. While making decisions the good of both employees and the organisation 
is kept in mind? 
Table 7.5: Employees responses 
S.No 
1. 
2. 
3. 
4. 
5. 
Responses 
Not true 
Somewhat true 
Fairly true 
Quite true 
Very well / Very true 
Total Respondents 
Number of 
Respondents 
24 
— 
44 
4 
11 
94 
Percentage 
25.53 % 
46.80 % 
4.25 % 
11.70% 
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Fig. 7.5: Employees responses 
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Observation: Table 7.5 shows that out of ninety-four respondents, 
twenty four respondents say it is not true that while making decision good of 
both, employees and organisation is kept in mind; there is no response for 
somewhat true; forty four respondents say it is fairly true while four of them 
opt for quite true and eleven of them for very true. Nevertheless, it appears 
from Fig. 7.5 that higher response is recorded for the option, fairly true; quite 
true and very well with an aggregate percentage of 62.75 %. This means that 
the employees are satisfied with the company's decisions. 
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6. Indicate the extent to which the training is given adequate importance in 
the company. 
Table 7.6: Training given an adequate importance 
S.No 
1. 
2. 
3. 
4. 
5. 
Responses 
Not true 
A little true 
Somewhat true 
Quite true 
Very well / Very true 
Total Respondents 
Number of 
Respondents 
— 
10 
25 
47 
12 
94 
Percentag( 
10.63 % 
26.59 % 
50% 
12.76 % 
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Observation: On the basis of the attitude score of the employees (as 
given in Table 7.6 and shown in Fig. 7.6), the following observations have 
been recorded: While responding to question, majority of the employees of 
both the undertakings seemed to be satisfied with their training opportunities 
available in their company. This reflects that there are clear ladder of training 
for the competent persons. This shows that majority of the employees of the 
two units seemed to be satisfied with the training pohcy of their company, but 
some workers are annoyed over the practice of extending the training period 
of new entrants (Fig. 7.6 shows that 10 respondents are in favour of the 
option, little true) in order to avail full services of a person at a lower wage 
rate. 
Thus, from the above it can be concluded that the employees 
of both the undertakings have mixed feelings about the existing 
policies and practices prevailing in respect of training as well as 
their attitude toward their employees. The reaction of employees 
varies in degree in all the concerns. Though the two undertakings 
are under the influence of one family management, yet it seems 
that the approaches and philosophies of managing the personnel 
are dissimilar / different. As already shown in the training and 
development programmes that the higher degree of satisfaction in 
all respects prevailed in the employees of Hindalco. 
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7. A mistake by a subordinate is treated as an experience (by the boss) 
from which the lessons are learnt to prevent failure and to improve 
performance in the future. 
Table 7.7: Showing increasing the morale of subordinates 
S.No 
1. 
2. 
3. 
4. 
5. 
Responses 
Not true 
Somewhat true 
Fairly true 
Quite true 
Very true 
Total Respondents 
Number of 
Respondents 
10 
38 
22 
~ 
11 
94 
Percentag( 
10.63 % 
40.42 % 
23.40 % 
11.70 % 
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Observation: Table 7.7 refers to the mistake committed by a 
subordinate as an experience from which the lessons are being leamt to 
prevent the failure and improve the performance in future. Out of ninety four 
respondents; ten of them stated that it is not true; thirty eight of them are in 
favour of the option, somewhat true; twenty two are for the option, fairly true; 
but no one is in favour of the option, quite true; while eleven respondents are 
in favour of the option, very true. Furthermore, if we go through the 
percentage column, we find that 35.10 % of the respondents are in favour of 
the option, fairly true and very true; 40.42 % are in favour of somewhat true 
and 10.63 % are in favour of the option, not true. 
It is, therefore, noted that the employees are not fully satisfied with the 
prevailing treatment given by the managers of Hindalco. Hence, there is an 
urgent need to redesign the prevalent policies in regard to the treatment of the 
senior employees to their junior ones in order to increase their morale. 
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8. Senior Executives / Officers take interest and spend time with new staff 
during induction. 
Table 7.8: Showing interest and time spent by executives 
S.No 
1. 
2. 
3. 
4. 
5. 
Responses 
Not true 
Somewhat true 
Fairly true 
Quite true 
Very well / Very true 
Total Respondents 
Number ot 
Respondents 
11 
14 
54 
15 
— 
94 
Percentage 
11.70% 
14.89 % 
57.46 % 
15.95 % 
Number of 
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Observation: Table 7.8 lists the data in respect of the interest and time 
spent by their Senior Executives during die new staffs induction period. It is 
apparent from the table and figure that out of ninety four respondents; eleven 
of them are in favour of the option, not true; fourteen of them are in favour of, 
somewhat true; fifty four (being the hi^est number) of them seemed to be 
totally satisfied with their senior executives; fifteen opt for the option, quite 
true and for very true no response has been made. Further 73.41 % of the 
respondents are showing their response in favour of the option, fairly true and 
quite true while 14.89 % say for somewhat true and 11.70 % for not true. So, 
from the above table it can be stated that the company is giving adequate 
importance to their new staff during the induction period. 
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9. Indicate the level of satisfaction with the medical facilities available in the 
company. 
Table 7.9: Level of satisfaction from medical facilities 
S.No 
1. 
2. 
3. 
4. 
Responses 
Fully Satisfied 
Marginally Satisfies 
Dissatisfied 
Highly dissatisfied 
Total Respondents 
Number of 
Respondents 
10 
18 
32 
34 
94 
Percentage 
10.63 % 
19.14% 
34.04 % 
36.17% 
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Observation: Table 7.9 deals with the level of satisfaction from 
medical facilities as being provided by the Hindalco. Out of 94 respondents, 
10 of them are fiilly satisfied; 18 of them are marginally satisfied; 32 of them 
are dissatisfied while 34 respondents are highly dissatisfied. It also appears 
from the figure that quite a large number of employees are either highly 
dissatisfied or dissatisfied as apparent from the respective percentages, 36.17 
% and 34.04 %, in the two cases. Only 29.77 % of the employees are fiilly 
and marginally satisfied with the prevailing medical facilities in the company. 
Thus, from the above plots it appears that most of the employees are 
not satisfied with the health concern. They desire that the immunisation 
campaign should be organised twice or thrice a year. The Medical 
Department should carry out the medical check-up of the workers and their 
children. They desire that a Cancer / T.B. detection campaign should be 
undertaken by the company's health service and the affected persons are 
referred to the appropriate hospitals for their necessary treatment. 
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10. Indicate the level of satisfaction with the housing faciUties available in the 
company. 
Table 7.10: Showing satisfaction from housing facilities 
S.No 
1. 
2. 
3. 
4. 
Responses 
Fully Satisfied 
Marginally Satisfied 
Dissatisfied 
Highly dissatisfied 
Total Respondents 
Number of 
Respondents 
45 
26 
12 
11 
94 
Percentage 
47.87 % 
27.65 % 
12.76 % 
11.70% 
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Observation: Table 7.10 records the responses of the employees in 
respect of the level of satisfaction with the housing faciUties available in the 
company. Forty-five respondents are fully satisfied out of ninety-four; twenty 
six are marginally satisfied; twelve are dissatisfied while eleven of the 
respondents are highly dissatisfied with the housing facihties which are being 
provided by the Hindalco industries. The table also indicates that a total of 
75.52 % of the employees are fiilly and marginally satisfied while 24.46 % 
are dissatisfied or highly dissatisfied. However, fi-om the above figure and 
table it is clear that the company has provided the housing facilities to their 
employees at satisfactory level, which results in high morale. 
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11. Are you satisfied with the welfare activities provided in the company? 
Table 7.11: Level of satisfaction from welfare activities 
S.No 
1. 
2. 
3. 
4. 
Responses 
Fully Satisfied 
Marginally Satisfied 
Dissatisfied 
Highly dissatisfied 
Total Respondents 
Number of 
Respondents 
55 
36 
3 
0 
94 
Percentage 
58.51 % 
38.92 % 
3.19% 
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Observation: Table 7.11 shows the level of satisfaction with the 
welfare activities provided by the company. Out of ninety-four respondents, 
fifty-five are fully satisfied; thirty-six of them are marginally satisfied; three 
of them are dissatisfied, while no response has been given for highly 
dissatisfied. Further, it is also clear fi"om the figure that majority of the 
employees with 58.51 % are fiilly satisfied with the prevailing facilities as 
provided by their company. 38.92 % are marginally satisfied and 3.19 % are 
dissatisfied. Thus, in view of the data recorded in the above table it is stated 
that the welfare activities provided by the company to its employees are 
satisfactory. This also results in increasing the productivity of the company. 
12. Are you satisfied with the financial and non-finjincial incentives provided 
by the company? 
Table 7.12: Showing satisfaction from financial incentives 
S.No 
1. 
2. 
3. 
4. 
Responses 
Fully Satisfied 
Marginally Satisfied 
Dissatisfied 
Highly dissatisfied 
Total Respondents 
Number of 
Respondents 
48 
22 
15 
9 
94 
Percentage 
51.06% 
23.40 % 
15.95% 
9.57 % 
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Observation: Table 7.12 shows the employees' level of satisfaction 
with regard to the financial and non-financial incentives provided by the 
company. There are forty-eight out of ninety-four employees who felt fully 
satisfied; twenty-two of them are marginally satisfied; fifteen are dissatisfied 
while nine of them are highly dissatisfied. 
It is apparent from the above discussion that the company has achieved 
the level of satisfaction of its employees in matters of financial and non-
financial incentives. Consequently, the company's pohcies in this regard are 
noteworthy. 
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13. Are you satisfied with the Evaluation system? 
Table 7.13: Level of satisfaction from evaluation system 
S. No Responses 
1. Fully Satisfied 
2. Marginally Satisfied 
3. Dissatisfied 
4. Highly dissatisfied 
Total Respondents 
Number of 
Respondents 
68 
23 
3 
0 
94 
Percentage 
72.34 % 
24.46 % 
3.19% 
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Observation: Table 7.13 shows that how far the employees are being 
satisfied with the evaluation system of the company for their promotion. Out 
of ninety-four respondents, sixty-eight of them are fully satisfied; twenty-
three are marginally satisfied; three of them are dissatisfied while no response 
has been recorded in the case of the option, highly dissatisfied. However, in 
the percentage column 72.34 % employees of Hindalco indicate their option 
of being fiilly satisfied with the prevailing evaluation system; 24.46 % are 
marginally satisfied and only 3.19 % are dissatisfied, expressing their 
discontent towards the existing evaluation system. Thus, it appears fi-om the 
above table and figure that majority of tiie employees are satisfied with the 
policies of evaluation for the promotion of their employees 
14. Are the employees' evaluation results used in deciding 
promotion? 
Table 7.14: Showing employees' evaluation for promotion 
S.No 
1. 
2. 
3. 
Responses 
Yes 
No 
No-Response 
Total Respondents 
Number of 
Respondents 
54 
36 
4 
94 
Percentage 
57.44 % 
38.29 % 
4.25 % 
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Observation: In order to know the reaction of the employees of 
Hindalco industries. Table 7.14 shows the employees' evaluation results used 
in deciding the promotion. Out of the ninety-four respondents, fifty-four 
responses are in favour of yes constituting to 57.44 % while thirty-six of them 
say no and four of the respondents give no responses to this question. 
Consequently, it seems that majority of the employees are satisfied with 
the evaluation system. This indicates that there is a clear ladder of evaluation 
system for the competent persons. 
15. Classifying the role of the trade union association in ensuring employees' 
development and quahty of work Hfe. 
Table 7.15: Showing role of trade union towards developments 
S.No 
1. 
2. 
3. 
4. 
Responses 
Not performed at all 
Inadequately Performed 
Adequately Performed 
Excellent Performance 
Total Respondents 
Number of 
Respondents 
9 
21 
64 
94 
Percentagi 
9.57 % 
22.34 % 
68.08 % 
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Observation: In regard to the Hindlaco industries, which are among 
those few industries where both the management and the workers have made 
constructive efforts for the success of joint consultation. It is noteworthy that 
out of all the persons interviewed in the Hindalco industries while preparing 
this case study nobody expressed any doubts or even reservations about the 
utihty of joint consultation. On the other hand, a larger number of employees 
from both the plants have expressed their satisfaction as apparent from Table 
7.15 and the corresponding figure. It, therefore, seems that the management 
has exhibited the necessary dynamism and flexibility in introducing the 
schemes of joint management councils successfiilly. 
The above questionnaire also included some of the relevant personal 
information like (a) name, designation, age, sex (male / female), length of 
service in the organisation, year of last promotion, and the task assigned 
currently necessitated to gauge the level of assessment. 
Finally, it seems essential to record a word of caution in respect of such 
data sampling and the relevant statistical analyses. It so happens that due to 
different perceptions of varied nature and priorities of individuals, the 
expressed responses may be far from being true. For example, in the cases of 
temporary staff-members who may fear their expulsion from the organisation 
if their responses go against the management or the organisation, do not 
express their views freely. In addition, even in the cases of permanent 
employees who are expecting their promotions, may refrain from expressing 
freely. Even though such constraints may not have any place in the so-called 
educated society, but somehow most of the people fear their employers. 
Consequently, in order to circumvent the said difficulties or their type, the 
necessary safeguards in respect of job-security especially in the cases of 
skilled, semi-skilled, adequately quaUfied as well as in those of the dedicated 
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workers, are a must. Such a measure will act as a guide binding on the heads 
or those in the key positions endowed with tiie necessary power to refrain 
from taking harsh decisions on apparently flimsy grounds. In addition, the 
organisations may fiirther inculcate a greater confidence in them and instill a 
sense of security that may span throughout the period of their actively 
working in the organisation by providing them partnerships or shares 
irrespective of how big or small is their contribution. This will go a long way 
in generating a much-needed sense of participation in the minds of each and 
every employee toward an overall development of the organisation. Once a 
feeling is developed among the employees that the organisation belonged to 
each and every individual, then any assessment pertaining to prevailing 
conditions of working will, no doubt, be a true guide for the fiiture 
development. Furthermore, under the said circumstances the larger the 
nimiber of respondents, the better will be the results. This will, therefore, lead 
to finding the truth required for a meaningfiil planning. 
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Chapter 8 
Conclusion and Suggestions 
In the foregoing chapters we have made a critical assessment of the 
efforts made towards manpower planning in Indian Aluminium Companies, 
and its role in the economic development of the country. It has been 
emphasised that the manpower planning is one of the important constituents 
of planning for development. The nation's most valuable resources are human 
resources. Manpower is the most perishable of all the commodities, so it 
should be planned in such a way so as to provide employment to each and 
every able-bodied person of the working age willing to work at its maximum 
efficiency. The proportionahty between the natural resources and human 
resources is an important phenomenon to make use of manpower resources. 
So the aim of manpower planning is to attain die most efficient employment 
and development of manpower resources as a whole. While India's economic 
prosperity to a great extent depends on the effective utiUsation of its vast 
manpower potential, for the effective utihsation, management always tries to 
develop the potential of employees for future Ukely jobs/roles in the 
organisation. Towards this objective of continuing healthy operations, the 
organisation requires Manpower Planning. Manpower Planning is the process 
by which an organisation ensures that it has the right nimiber and kind of 
people, at the right places, at the right time, capable of effectively and 
efficiently completing those tasks that will help the organisation to achieve its 
overall objectives. Human resource planning then translates the organisation's 
objectives and plans into the number of workers needed to meet those 
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objectives. Without a clear-cut planning, estimation of an organisation's 
human resource need to reduce it, is a mere guesswork. 
The purpose of manpower planning is to assess the current status of the 
organisation in respect of its progress and the implications these assessments 
would have on the future supphes of and demands for the human resources. 
Manpower (or the human resource) of any undertaking is the most important 
of all the resources. This is because only the personnel work link in an 
organisation can operate its resources to accompUsh the stated objectives. A 
competent and motivated team of personnel can make all the differences 
between an effective and an ineffective organisation. However, building a 
component team of persoimel requires a careful plarming of the human 
resource. 
Here, the study has been undertaken to examine the manpower 
management practices of India's Aluminium industry with a special reference 
to Hindalco. It has been observed that the Aluminium industries, in general, 
are playing a vital role in the changing scenario of the country. A general 
picture of Indian Manpower Management scene in industry is presented, so 
that a detailed study of Hindalco can be made with this background. The 
picture is full of great diversities in manpower practices in different 
industries. The diversities have been noted not only in the undertakings of 
different sectors but also in different conq^anies of the same sector. 
Hindalco, which belongs to the A. V. Birla group, was 
incorporated in 1958, in technical-cum-financial collaboration 
with Kaiser Engineering Corporation, USA. Its manufacturing 
facilities are based at Renukoot in U.P. It manufactures and sells 
aluminium in primary form as ingots and in semi-fabricated forms 
like redraw rods, alloy rods, rolled products and extrusions 
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(referred to as semi-fabs). Operations are vertically integrated 
from the bauxite mining stage up to the semifabs stage. In the 
financial year 1994 Renusagar Power Supply Company, a 100% 
subsidiary, which had a 350 MW power plant, was merged into 
HIL. HIL has set up joint ventures for the manufacture of two of 
the key inputs, caustic (Bihar Caustic) and aluminium fluoride 
(Tanfac Industries Ltd). HIL currently has an aluminium capacity 
of 242,000 tons and alumina capacity of 450,000 tons. 
Since a long time, the Aditya Birla Group, has been committed to the 
future of India through its quahty products, services and commodities offering 
total customer solutions. Reaching out to milHons in India and globally as 
well, its state-of-the-art Manufacturing Units and sectoral services span across 
India, Indonesia, Thailand, Malaysia, Philippines, Egypt, Canada, USA and 
U.K. The Group has trading operations in Singapore, Dubai, U.K., USA, 
South Africa, Tanzania, Myanmar, Russia and China. Excellence is the 
cornerstone of its worldwide presence, the common thread that binds a 72,000 
strong workforce spanning 40 companies across 17 coimtries. 
Deregulation and globaUsation have rendered geographic boundaries 
obsolete. To compete for larger and newer markets and towards enhanced 
customer service, worldwide consoUdation has become the order of the day. 
There is an increasing realisation that consoUdation is an imperative part for 
achieving the sustainable industry leadership position. Aluminiiun has been 
and continues to be one of the core businesses of the Group. The Hindalco-
Indal combination has been in the forefront in furthering the cause and growth 
of aluminium business. 
There is an excellent synergistic fit between the Indal and Hindalco that 
complement each other in a marvellous manner and enjoy leadership 
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positions in their respective areas of operation. Indal's strength in alumina and 
downstream almninium products ideally dovetails Hindalco's unmatchable 
position in metal iadustries. New vistas will spawn on the business front as 
the combined might of Hindalco and Indal comes into play. Collectively they 
represent the highest metal capacity in the entire South East Asian belt, leap 
frogging the competition by several leagues. 
HINDALCO Industries Ltd has chosen a three-pronged strategy to 
continue its value growth: focus on remaining a low-cost producer, increase 
value addition and pursue emerging growth opportunities. The company is 
poised to take advantage of the positive outlook for the global and domestic 
aluminium industry. Control over the key inputs will remain an area of focus 
in the future, as it has been a significant contributor to the company's profits. 
''Hindalco's thrust will be on further improvements in consumption norms 
and asset utilisation going forward." The second leg of Hindalco's strategy is 
to improve the market effectiveness through value addition and the company 
is planning to increase its share of value added products from the present 52 
per cent to 60 per cent in the next two years. The company has also reiterated 
that it would remain focussed on aluminium and pursue the growth 
opportunities only if it adds value. Creation of fresh capacities, expansions 
and cost-effective acquisitions will be the route for growth. 
The Hindalco industries has been able to achieve such a great success 
in making the country self-reUant in fulfilUng the alimiinium requirements of 
the country to a great extent in such a short period of its operation. This 
success is partly the result of their ambitious men who are engaged in the 
Hindalco and their timeless efforts coupled witii zeal for the production, and 
partly due to the sound organisation and administrative structure, which 
ensure quick decision-making and effective plaiming. 
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Manpower planning is a neglected area in the Indian context, yet few 
Aluminium companies practice it and have found it useful. Manpower 
planning helps the organisation indulging in this practice in many ways. In the 
first place, forecasting of long-term manpower requirements helps the 
organisation to forecast the compensation costs involved. Secondly, 
anticipation of manpower needs provides an opportunity to the organisation 
for developing the existing manpower to fill the fiiture openings through 
promotion. The attitude of encouraging existing employees creates favourable 
psychological climate for their motivation. Thirdly, through the performance 
appraisals in the manpower management process, manpower planning enables 
the organisation or the company to determine the weakness of the existing 
manpower so that corrective training may be incorporated. Thus, their 
training programmes become more effective. Fourthly, better-developed 
manpower as a result of effective planning brings about a relative reduction in 
the manpower cost. Lastly, manpower planning makes a very useful 
contribution particularly in the area of management succession. It is thus, the 
job of management particularly of large aluminium companies to develop 
such skills in their employees showing potential. Systematic manpower 
planning is therefore necessary for the expansion of an organisation. 
Manpower planning at Hindalco is divided into two parts, i.e., long-term and 
short-term plans. The short-term plans are further divided into three stages. 
In the long-term manpower planning, management has sufficient time 
gap to take the necessary steps and make this matching process a calculated 
exercise. Such a planning covers aroimd five to ten years in respect of the 
manpower requirements. Long range manpower planning aims at to work out 
the induction projection by way of matching the existing manpower strength 
with that of the projected ones. The outcome of this matching is found in the 
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form of a gap between what exists and what is aimed at. Manpower estimate 
in respect of recruitment, training and development is prepared on the basis of 
the various norms, which ah-eady exist. 
The first stage of the short-term plan of manpower planning aims at 
analysing, reviewing and predicting on the sub-fimction-wise details of 
manpower needed by the organisation, (a) Short-term objectives and 
schedules / plans are designed in such a manner so as to arrive at the activities 
planned for the following two years, (b) Activities, which are planned, are 
related to the master plan, (c) Assessing the total maiq)ower requirements for 
each unit against the manpower norms that are formulated and updated as a 
part of the system fi"om time to time and on the basis of man-hour data 
processing system and post-budget review, (d) Preparation of manpower 
inventory (current manpower position) which helps to avoid the situation of 
over and under staffing. The company is using many stages for the 
preparation of manpower inventory, which involves the determination of the 
personnel to be inventoried, cataloguing of factual background information 
such as level, skill, work experience, data of recruitment etc., of each 
individual, systematic appraisal of each individual and Usting the present and 
potential abilities and aptitudes of each personnel. 
In the second stage, the efforts are made to match the requirements with 
the available manpower, and to plan what action will be necessary to ensure 
timely placement of manpower needed. These include: (a) determining the 
fiiture needs of manpower, which is projected on the basis of production and 
sales budgets, workload analysis and work force anafysis, taking into account 
the objectives, size, area of operation, expansion schemes, technology of 
production processes, future changes in the organisation etc. (b) the total 
number of promotions fi-om the grade within the fi-amework of prevalent 
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promotion policy during the period covered under planning, (c) anafysing and 
estimating the absenteeism as well as the rate of loss of personnel on account 
of retirement, resignation, death, disabiUty etc. (d) determining the quality of 
manpower with the use of job description and job specification on the basis of 
information collected from job analysis. 
In the third stage an attempt has been made to identify the manpower 
gap so that skills are utiUsed to the best possible advantage and the legitimate 
aspiration of individuals are taken care of This stage consists of (a) Training 
requirements of fresh recruits and also the retraining requirements of the old 
employees are predicted on the basis of the projected gaps in the skills, (b) 
Estimating the expected promotion and training facilities to meet such 
requirements on the basis of performance appraisal. 
At present, the manpower planning and practices in the two units of 
Hindalco (Fabrication Plant and Reduction Plant) and its organisational 
structure have few shortcomings, which affects the efficiency of organisation. 
These are 
(a) There is no broad based manpower audit and hence these units are 
not able to identify the existing and ftiture surplus staff. 
(b) The unit has also suffered from the individual manpower cost 
anafysis method in which the expenditure on employees' welfare is 
undertaken and supphed along with the manpower plan. 
(c) In these units, maintenance of records in respect of absenteeism is 
not made properly, which is also necessary for the management 
while making the manpower plans. 
(d) The employees' salaries are not fixed according to their 
quaUfications, but the structure of salary is based on their 
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experience. This results in disappointment of those employees who 
are highly qualified and meritorious as well. 
In view of the above shortcomings, it is suggested that broad-based 
manpower audit and manpower budgeting system must be adopted. 
(a) Manpower budgeting essentially means a conscious and planned 
approach for the effective utihsation of human resource in terms of skill, 
expertise and performance on the job. As a part of an overall budgetary 
control mechanism, it enables management to review its activities and fit 
them into a coordinated effort. It also helps to forecast the manpower strength 
at the projected level of activity and business programme and strategy. As 
organisations vary in size and the resources become a major constraint, 
budgeting is likely to take recourse to for making reahstic assessment of 
executives and non-executives compensation plans in the shape of basic pay, 
incentives, bonus, stock option, pension and security. 
(b) Auditing is an intensive, investigation, and analytical and comparative 
process. It is generally related to the financial aspect. Audits, however, are 
now increasingly being applied to non-financial areas and matters too. For 
instance, formal audits of employment relationships have achieved a wide and 
growing acceptance. Manpower audit has a broad coverage and includes 
personnel programme areas, such as, job analysis, recruitment, selection, 
training and management development, salary administration, etc. 
Further, during the manpower planning emphasis should be given on the 
audit system. In this an audit (review) of various systems in the area of 
manpower / personnel, which highhghts the strengths and weaknesses 
ultimately affects the manpower strength utilisation and effectiveness of an 
organisation. But this can only be undertaken by recording the components of 
all the systems relating to manpower in the organisation and see that all the 
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inq)ortant activities have been covered by this system, examining the structure 
and content of the systems to see if the activities are contributing to 
identifying the bottlenecks. 
Secondly, the Manpower utiUsation audit system should also be given due 
importance because it is a system through which we can come to know tiie 
status of manpower utiUsation and identification of departments / sections/ 
groups/ individuals with utiUsations. All these can be undertaken through the 
analysis of statistics in which financial indicators, capacity utiUsation, extra 
time statistics, absenteeism data, etc can be done. Special studies for the 
manpower utilisation audit can be carried out with the help of industrial work 
measurement techniques, opinion surveys, interviews, etc. 
Thirdly, the Manpower effectiveness audit may be undertaken to evaluate 
the status of quaUtative aspects of manpower utiUsation and to identify the 
barriers in the way of effectiveness. This can be possible by identifying the 
misfit in the organisation, analysing the potential appraisal data and also 
through studying the specific behavioural aspects. 
There is also an urgent need to put an emphasis on Measuring and 
rewarding performance, since most of the best practicing organisations 
measure the progress and status. For this, "traditional performance and 
financial measures are used, but "softer" dimensions are measured as well". 
Aligning the HR system with the objectives of change is a key factor. In most 
of the Aluminium industries, HR system for performance appraisal, 
compensation and promotion develop over the years by accretion and 
marginal change. As a result, they may not have supported the organisation's 
goals. Therefore, here it is important to reinvest constantly to keep pace with 
the market. 
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With the help of the method referred to as a 360° check on 360° 
appraisals, which is an important tool for the success of any organisation, we 
can evaluate an employee's performance by collating it with the feedback 
sought from everybody else: peers, managers, direct reports as well as internal 
and external assessment from customers. This, along with the employee's 
self-evaluation forms the final appraisal. Over 90% Fortune 1000 companies 
have successfully employed this method over the past decades. As this 
method is known as an HR tool, because it helps in making decisions relating 
to promotions, terminations, pay hikes, etc., in identifying training and 
development needs of the employees or vaUdating the ongoing training 
programmes. 
Thus, successfril changes require instilling a sense of urgency and 
inq)ortance in die work force. They should be motivated enough to accept, 
absorb and implement changes without the "help" of a crisis. While CEOs can 
act as a change agent, managers of tomorrow need to successftiUy convey to 
dieir workforce why and when changes are required so that they do not face 
crises at any point of time. 
Further, the recruitment at Hindalco industry had always been giving 
assurance to its employees for a good level of remuneration, career growth 
and job satisfaction. Here, the manpower planning has always received higji 
priorities in the organisation. Regarding the method of filling the post of 
Executive cadre or at the senior level, the recruitment is done mainly from 
outside the organisation, through advertisement in daily newspapers for fresh 
candidates. Every new candidate will have to submit the certificate of age, 
character certificate, declaration of marital status, permanent address 
declaration, medical fitness report, attested copies of degrees / diploma, 
certificates of educational quahfications, technical and professional 
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qualifications, experience certificate and certificate of SC/ST. But significant 
dissimilarities have been noted pertaining to this aspect in both the pubhc as 
well as in the private undertakings of Aluminium industries. 
The main source of recruitment is an indirect method in which 
promotion of employees aheady in the service is made. Or, sometimes these 
units generally adopt the poUcy of direct recruitment of unskilled or substitute 
workers through the selection of workers who present themselves at the 
factory gate or fi"om the native places, by the factory managers or some other 
officials. However, under the legal compulsions they are required to recruit 
the employees through the employment exchange. But this method also 
suffers from the shortcomings. They are as follows: 
a) That the unskilled or the substitute workers who have been selected for 
any kind of job, may result in absenteeism since they have to go either for 
harvesting or they take leave for personal sickness / family sickness or 
sometimes even without any genuine reasons. 
b) The existing employees may not be fit for the activities and requirements 
of the new job. They may be either too senior in age or lack the necessary 
abilities and skills. 
c) No proper attention is paid towards job-analysis, job description and job-
specification. 
d) It has also been observed that periodic cost-benefit audit of recruitment 
pohcy does not exist in two of its units through which it can reduce costs 
by identifying the impact of various recruiting practices on the bottom line 
of the organisation. 
e) No proper assessment programme for each of the employees has been set 
up in these units through which it can be easier to trace out the individual's 
capabihties. 
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In order to meet the growing needs of skilled personnel, the policies 
and practices are to be redesigned and in this respect following suggestions 
are offered: 
a) There should be a uniform recruitment pohcy at the national level and also 
industry-wise. 
b) Recruitment for both the cadres, i.e., for the executive as well as the 
workmen / clerical, should be made at the national level because it gives 
an organisation a wider choice to select a suitable candidate. In addition, it 
helps in attracting talented people with fresh outlook and approach and 
also enables employees to change their old habits. 
c) Every unit must prepare an assessment format, which enables the 
recruitment cells to assess the suitabihty of the candidates at the right time 
and the necessary steps may be taken either in the form of dismissal or 
extra training required by an employee. On account of confidential reports, 
which are prepared on the annual basis do not give a proper picture and 
taking any action on that basis may result in strikes or agitation by the 
workers. 
d) Higher salaries should be given to the competent persons in order to 
eliminate the practices of other competitive firms that are offering a better 
job, salaries to the persons who are already working in another 
organisation. 
As far as training and development are concerned, the Technical Training 
and Management Development Centre (TTMDC) at Hindalco industries is set 
up for the development of desirable motives and attitudes on the part of both 
the management and labour. Here, the training serves as an important means 
for the development of effective work habits and methods of work and 
thereby improves the job performance, reduces the wastes and accidents, and 
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improves the quality of products. Besides this, the company is also 
conducting the graduate training programmes, induction training programmes, 
refresher orientation programmes and re-orientation programmes, seminars / 
workshops and management development programmes for their employees' 
training in various fields. However, a number of lapses are noticed in this 
study and the necessary remedial steps are suggested as follows: 
a) The internal faculty mostly conducts the existing training and development 
programmes. It is, therefore, suggested that the external faculties should be 
given preference so that broad-based exposure would be possible to the 
trainees. 
b) The job-training programme should be provided to all the units up to flie 
workmen level. 
c) These training centres, which are repeating more or less the same 
programme, should try to update and redesign their programmes in 
accordance with the changes in the existing job description and job-
specifications. 
d) The training should be followed by certain monetary and non-monetary 
rewards. 
e) Instead of providing a large number of trainee at one time, they must give 
due emphasis on the quality of programmes by matching proper job 
requirements for which they are meant. Therefore, intensive training and 
development programmes with reasonable duration must be given. 
f) Vocational courses may also be introduced for the employees, so that after 
the completion of these courses due weight-age should be given to them 
for their promotion. Such courses may enable the organisation to develop 
the internal source of supply of manpower in a much meaningfiil and 
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suitable manner so as to ultimately result in good motivation and high 
productivity, 
g) Study-leave should be granted and monetary iucentives be given to the 
persons for off the job training, 
h) Every unit should have a separate training department with having training 
officers, supervisors, etc. 
Thus, this can provide a wide scope for the cooperation and 
coordination among the employers and workers for generating and developing 
workers' potentid and thereby improving the overall manpower efficiency. 
Besides the prime task of manpower management, which is concerned with 
having the right type of people at the right time and place, there are other 
responsibilities of the management, which cannot be ignored, e.g., 
employees' welfare. An interview was conducted in the Hindalco industries to 
ascertain the reaction of their employees. The employees are more or less 
satisfied with the welfare activities. However, in order to improve the welfare 
programme of the employees, following suggestions are given: 
Education up to the higher secondary level is no problem at Hindalco, 
because it is running four schools, Hindalco Vidya Niketan (an EngUsh 
Mediimi School affiUated to the Central Board of Secondary Education), 
Hindalco Higher Secondary School, Hindalco Montessori School and 
Hindalco Primary School. These serve the education needs of the children of 
the employees of the company. In Hindalco schools, about 10,000 students 
are getting proper education. Besides all these above facilities, which the 
conq)any to their schools is providing, there are some suggestions to improve 
the performance and the standard of their schools. If the Hindalco schools 
adopt the following facilities, then they may be ranked among the top-most 
schools. These facilities are: 
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a) Specialised technology and laboratories to enhance the academic 
curriculum. 
b) Unique architectural design, furniture and furnishings. 
c) Fabulous Sports Complex with a 400 mt.-8 line track. 
d) Gymnasium for physical fitness with Health Stations. 
e) High speciaUsed Teaching Faculty. 
f) Separate Hostels with Modem facilities for approximately 250 boys and 
girls. 
g) Round - the - clock Security. 
h) Health Clinic (consisting of a panel of leading medical practitioners). 
i) Library and Reading Rooms. 
j) Lush green play fields, free from congestion and commercial activities. 
k) Tested and approved Water Supply System. 
1) Stand by generators for uninterrupted Power Supply. 
m) Transport Facihty. 
n) Emphasis on fostering an All- Round- Development of the student. 
During the study it is observed tiiat the employees are not satisfied with 
the present medical facilities provided by the company. The company should 
make arrangements for the immunisation campaign and it should be organised 
twice or thrice a year. The Medical Department should carry out medical 
check-up of the workers and their children. A Cancer / T.B. detection 
campaign is to be undertaken by the company and affected persons should be 
referred to the hospitals. Arrangements should also be made for sweeping and 
removing the dirt and garbage daily, cleaning with disinfectant, effective 
treatment and disposal of the waste materials and maintain proper drainage. 
White washing should also be done regularly at specified intervals. The 
company premises should be adequately ventilated by circulation of fresh air. 
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Comfortable temperature should be maintained in every workroom. Artificial 
increase in humidity should be controlled by the use of purified water. 
In order to improve the quality of the products and services in the 
canteen, it is suggested that the existing capacity should be increased, aqua-
fi-esh water filter, cooking range, electric oven / gas oven, better hygienic dish 
washer should be provided. Additional consideration should be given to the 
service counters and the distribution of edible items at the work site. 
Regarding the housing facilities, which are being provided by the 
conq)any, it is observed that majority of the employees are fiilly satisfied 
while few respondents are not satisfied with the prevailing facihties. So it is 
suggested that the delay in allotments, discrimination, repair of old houses, 
sanitation, etc or any problem or difficulty that is associated with the 
employees should immediately be looked into for their redressal. Such a 
move, no doubt, will instill the confidence among the employees. 
The industry is already having two clubs i.e. Hindalco Officers' Club 
and Hindalco Staff Club, which provide ample scope for the social activities 
and recreation. However there is a need to have an interaction with the 
outsiders club, Armed forces Clubs, etc through which employees can learn 
more about the socio-changing environments. 
In the end, it seems essential to record a word of caution in respect of 
the data sampling and the relevant statistical analyses. On occasions, due to 
different perceptions of varied nature and priorities of individuals, the 
employees may not express their views honestiy if and when they are required 
to do so. The temporary employees may fear adverse action from the 
organisation if their responses go against the management. Similarly, even the 
permanent employees expecting their promotions, may refrain from 
expressing freely. Consequentiy, the necessary safeguards may be provided in 
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the cases of all the employees so that they may act as binding on the heads of 
the departments endowed with the requisite power to refrain from taking 
harsh decisions on apparently flimsy grounds. This will go a long way in 
generating a much-needed sense of participation in the minds of each and 
every employee toward an overall development of the organisation. Finally, 
let them feel that the organisation belongs to them by providing them the 
partnerships or shares irrespective of how big or small is their contribution. If 
this is done then any assessment pertaining to prevailing conditions of 
working will reflect the true picture of the organisation. This will, therefore, 
lead to finding tiie truth required for a meaningful planning. 
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APPENDICES 
Appendix, A-1 
MILESTONES OF PROGRESS: 
• Decl5, 1958, Date of Registration. 
• Sept. 1959, Industrial Licence received (for setting up 20,000 tons 
integrated aluminium plant). 
• Sep. 1960, Commencement of Construction. 
• Feb.1962, Riband Power Station (of U.P. Government) Commissioned. 
• May23. 1962, Aluminium Production started (Capacity of 20,000 tons per 
year). 
• Nov 1962, Alumina Plant Commissioned @ 40,000 tons per year. 
• November 1963, One Properzi Continuous Casting and Rolling Mill for 
the manufacture of redraw rods was put to operation. 
• January 1964, Properzi Wire Rod Mill Plant commissioned with rated 
capacity of 6000 M. Tons. 
• 24th August 1964, formal Agreement between International General 
Electric Company of New York and tiie Company's Subsidiary Renusagar 
Power Company Ltd. was signed. 
• 6th April 1964, Renusagar Power Company Limited, a wholly subsidiary 
registered in Kanpur. 
• Mar.& Aug. 1965, Extrusion Press and Rolling Mills Commissioned. 
• Nov. 1965, Aluminium production capacity expanded to 40,000 tons. 
• Year 1965, Extrusion Press and Rolling Mill for the production of 
aluminium extrusion and rolled products (sheet etc) were installed at with 
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rated capacity of 2000 and 7000 tons, respectively. 
• August 1967, Smelter capacity increases from 40000 M.T to 60000 M.T. 
in a year. 
• August 1967, First generator with a capacity of 67.5 MW of thermal 
power plant commissioned. 
• 3*^^ Properzi Mill Commissioned. Fabrication facilities were expanded up-
to following capacity in the year: 
Properzi 17000 tons 
Rolled Products 15000 tons 
Extrusion 5000 tons 
• October 1968, Second generator with a capacity of 67.5 MW of thermal 
power plant commissioned. 
• May 1969, Aluminium production capacity expanded to 80,000 tons. 
• Aug 1972, Aluminium production capacity expanded to 95,000 tons. 
• Year 1972, Bonus issue in ratio of 1:4 to equity shareholders. 
• 1st January 1977, Revalued its Plant & Machinery and the surplus of Rs. 
61.71 crore arising out of it was transferred to capital reserve. 
• Year 1980, Joined as Co-promoters with Bihar industrial Development 
Corporation to put up a Caustic Soda Plant in Plamau district of Bihar-
With Tamil Nadu Industrial Development Corporation for installing an 
Alimiinium Fluoride manufacturing plant in Ramnad district of Tamil 
Nadu. 
• 1st January 1981, Revalued its Plant & Machinery and the surplus of Rs. 
66.84 crore arising out of it was transferred to capital reserve. 
• November 1981, Third generator of 67.5 MW of Renusagar Power 
Company commissioned. 
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• Year 1982, Expansion of the reduction plant to 120000 tons per annum 
completed. 
• April 1983, Fourth generator of 67.5 MW of Renusagar Power Company 
commissioned. 
• Year 1983, A Pilot Plant was set up for the recovery of GaUium metal up 
to 99.99% purity. 
• 1st January 1985, Revalued its Land, Building and Plant & Machinery and 
the surplus of Rs. 83.97 crore arising out of it was transferred to Capital 
Reserve. 
• Oct 1986, Alumina Plant capacity expanded to 300,000 M.T. 
• 2nd January 1987, entered into an agreement with the Pradeshiya 
Industrial & Investment Corporation of U.P. Ltd. (PICUP) for setting up 
an aluminium foil-manufacturing unit in Assisted Sector in Jagdishpur, 
Dist. SultanpurofU.P. 
• 1988-89, Fifth generating set of 68 MW capacity of Renusagar Power 
Company commissioned. 
• June 1988, 26.69% of the Company's equity capital held by Kaiser 
Aluminium & Chemical Corporation, U.S.A. along with their nominees 
(Kaiser) was offered for sale to existing shareholders and employees. 
• Mar. 1989, 5*^  Generator Commissioned (67.5 MW). 
• 1 St March 1989, Decontrol of aluminium industry. 
• 9th October 1989, Change of name of the Company jfrom Hindustan 
Aluminium Corporation Limited to Hindalco Industries Limited. 
• 1990-91, Installation of the Continuous Strip Caster (Fabrication). 
• Mar. 1991, Aluminium production capacity expanded to 1,50,000 M.T. 
• 31st March 1992, Amalgamation of Renusagar Power Company Ltd. with 
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Hindalco Industries Ltd. 
1st April 1992, Revalued its Land, Building and Plant &Machineiy and the 
surplus of Rs. 910.43 crore on revaluation has been transferred to the 
Capital Reserve. 
July 1993, Offered Global Depository Receipts with accompanying 
warrants totalling US$ 108 million in the international capital market. 
1993-94, Davy Cold Rolling Mill was commissioned. 
1993-94, Company received two prestigious awards, instituted by 
CAPEXIL and EEPC for outstanding achievement in Exports for the year 
1992-93. The Company was upgraded to that of a "Trading House" with 
effect from 1st April 1993. 
1993-94, A Memorandum of Understanding has been signed with 
Reynolds (Europe) Ltd. of Switzerland to set up Aluminium Foil Plant. 
June 1994, Alumina Plant Capacity expanded to 350,000 M.T. 
1994-95,Company received an export award, instituted by CAPEXIL, in 
recognition of export made during 1993-94. 
July 1994,Offered Global Depository Receipts totalhng US$ 100 milUon 
in the international capital market. 
1994-95, Company was awarded ISO 9002 Certification. The Certification 
by RWTUV of Germany is for the Company's operations in totality. 
1995-96, Company received an EEPC Award for Export Excellence for 
export made during 1994-95 and Certificate of Merit awarded by the 
Ministry of Commerce, Government of India for exports made during 
1992-93. 
Jan. 1996, Continuous Casting Machine Commissioned. 
Mar. 1996, Aluminium production capacity expanded to 2,10,000 M.T. 
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• 1996-97, Company received the 2nd prize for National Energy 
Conservation in 1996, awarded by the Ministry of Power, Government of 
India, presented by Hon'ble Prime Minister of India. 
• Mar. 1997, Bliss Hot and Cold Mills fully revamped. 
• Mar. 1997, Co-Generator Power Plant of 37 MW Commissioned. 
• Mar. 1997, Wagstaff Billet Casting Machine Commissioned. 
• Mar. 1997, 6*^  Generator Commissioned (74 MW). 
• Oct 1997, Alumina Plant Capacity expanded to 4,50,000 M.T. 
• 1997-98, Company received a commendation certificate for the year 1997 
awarded by the Ministry of Power, Government of India, in appreciation 
of Energy conservation efforts. Further the Company also received yet 
another special export award from Chemicals & Allied Product Export 
Promotion Council. 
• 1997-98, Hindalco's first new venture foil plant has been set up at a new 
site -SILVASSA and was commissioned in Feb 1998 with an installed 
capacity of 5000 tons. A technical collaboration agreement has been 
signed with Stahlischmidt & Maiworm Gmbh of Germany for an 
Aluminium Alloy wheel plant to be set up adjacent to foil plant at 
Silvassa. 
• Mar. 1998, Alumina production capacity expanded to 2,42,000 M.T. 
• Mar. 1998, 7*^  & 8* Generators Commissioned (75 MW each). 
• 1998-99, Company received the "Good Corporation Citizen " award for 
1998-99 from the Bombay Chamber of Commerce & Industry (BCCI) for 
the exemplary execution of Social Responsibihty. 
• 1998-99, Company also received the 1998 Award for Energy Conservation 
from the Ministry of Power. 
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1998-99, Company was also awarded a Certificate of Merit from 
CAPEXIL for its export efforts during 1997-98 and also an All India 
Certificate of Export Excellence from the Engineering Export Promotion 
Council. 
1998-99, Company has been successfiil in implementing Environment 
Management Systems both at Renusagar power plant and Mines Division. 
Consequently the company now has ISO 14001 Certificate for its entire 
operations (excluding its foil plant at Silvassa) the highest accolade for 
International environmental comphance. 
1998-99, the Company revalued its Land, Building, and Plant & 
Machinery as on 1-4-1998 on the recommendation of Tata Economic 
Consultancy Services and the surplus of Rs. 1360.65 crore has been 
transferred to Capital Reserve. 
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Appendix A-2: 
QUESTIONNAIRE ON EMPLOYEES' PROBLEM OF HINDALCO: 
1. Personal Information 
(a) Name 
(b) Designation 
(c)Age 
(d)Sex: Male: Female: 
2 Length / Period of tennure of service in tiiis Organisation. 
3. Year of Last promotion 
4. Task assigned to you presently 
Questions with options: 
1. How do you find the Company's attitude towards its employees as 
compared to other competitive firms? 
(a) Far better 
(b) Marginally better 
(c) The same 
(d) Marginally poor 
(e) Worse 
2. How far is the Company successfiil in attaining the best talent in the 
Organisation? 
(a) Very successful 
(b) Successful 
(c) Little 
(d) Little unsuccessful 
(e) Very unsuccessful 
3. The personnel policies in this organisation facilitate employee's 
development? 
(a) Almost true 
(b) Mostly true 
(c) Sometimes true 
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(d) Rarely true 
(e) Not at all true 
How far is the Company successful in retaining its best employees? 
(a) Very successful 
(b) Successful 
(c) Little 
(d) Little unsuccessful 
(f) Very unsuccessful 
5. While making decisions, the good of both employees and the organisation 
is kept in mind? 
(a) It hardly appUes or it is not true about your Organisation 
(b) It is somewhat true about your Organisation 
(c) It is fairly true about your Organisation 
(d) It is quite true about your Organisation 
(e) It describes your Organisation very well 
6. Indicate the extent to which the training is given adequate importance in 
the company. 
(a) Not true 
(b) A little true 
(c) Sometime true 
(d) Quite true 
(g) Very true 
7. A mistake by a subordinate is treated as an experience (by the boss) from 
which the lessons are learnt to prevent failure and improve performance in 
thefijture. 
(a) It hardly applies or it is not true about your Organisation 
(b) It is somewhat true about your Organisation 
(c) It is fairly true about your Organisation 
(d) It is quite true about your Organisation 
(e) It describes your<)rganisation very well 
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8. Senior Executives / Officers take interest and spend time with new staff 
during induction. 
(a) It hardly apphes or it is not true about your Organisation 
(b) It is somewhat true about your Organisation 
(c) It is fairly true about your Organisation 
(d) It is quite true about your Organisation 
(e) It describes your Organisation very well 
9. Indicate the level of satisfaction with the medical facilities available in the 
company. 
(a) Fully Satisfied 
(b) Marginally Satisfied 
(c) Dissatisfied 
(d) Highly Satisfied 
10. Indicate the level of satisfaction with the housing facilities available in the 
company. 
(a) Fully Satisfied 
(b) Marginally Satisfied 
(c) Dissatisfied 
(d) Highly Dissatisfied 
11 .Are you satisfied with the welfare activities provided in the company? 
(a) Fully Satisfied 
(d) Margiaally Satisfied 
(e) Dissatisfied 
(d) Highly Dissatisfied 
12. Are you satisfied with the financial and non-financial incentives provided 
by the company? 
(a) Fully Satisfied 
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(b) Marginally Satisfied 
(c) Dissatisfied 
(d) Highly Dissatisfied 
13. Are you satisfied with the Evaluation system? 
(a) Fully Satisfied 
(b) Marginally Satisfied 
(c) Dissatisfied 
(d) Highly Dissatisfied 
14. Are the employees' evaluation results used in deciding promotion? 
(a) Yes 
(b)No 
(c) No Response 
15.Classifying the role of the trade union association in ensuring employees' 
development and quaUty of work life. 
(a) Not performed at all 
(b) Inadequately Performed 
(c) Adequately Performed 
(d) Excellent Performance 
16. Please give your specific suggestions to improve the employees' 
morale and performance in the Organisation. 
